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ABSTRACT

This report represents the first year record of the

Manpower Leadership Education Project. This inaugural effort toward
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base and university occupational education base was made possible by
a contract between the Michigan Department of Labor, Bureau of
Manpower, and the University of Michigan, School of Education,
Occupational Education Programs. A cross-campus, interdisciplinary
approach was used in delivery of trairing. The report contains four
primary components: (1) overview chapter, (2) 1975-1976 results
chapter, (3) evaluation and recommendations chapter, and (4)
appendices with supportive data. (Author)
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INTRODUCTION

This report represents the first year record of the Manpower Leader-
ship Education Project. This inaugural effort toward cooperative manpower
leadership training between a labor department base and university occupa-
tional education base was made possible by a contract befween the Michigan
Department of Labor, Bureau of Manpower, and the University of Michigan,
School of Education, Occupational Education Programs. A cross-campus, in-
terdisciplinary approach was used in delivery of training. The MLEP staff
was impressed by the interest and enthusiasm engendered during 1975-1976.

The report contains four primary components: a) oﬁerview chapter,
b) 1975-1976 results chapter, c) evaluation and recommeﬁdations chapter,
and d) appendices with supportive data. The project staff offers this

report for your information and use. We welcome your reactions.
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CHAPTRR I

PROJECT QVERVIEW

This chapter iy Drganized 88 a Chponological reverse. Three sub-
headings formed the g/PMeyork as foljowy; Program Abstract, what the
program was; Project {#8ign, how the program was developed and implemented;

and, Project Rationayy? Hél,the program was needed.
Program Apstrgct

The Manpower Lﬂadership Progoam (MLP) was dually tailored toward
leadership and manpo,/* The MLP Was @ graduate, in-service, credit-accru-
ing approach to the D/@Dapation of manPoyer planners, administrators, and
operators.

The MLP coursys lncorporated fielg-based externships, field-based
mini-seminars, campu&/pised intensivy, Courses, and field-based independent
study. Each course 4% facilitated py § high-talent cadre of persons pos-
sessing leadership ahé/Dr méNPower’ axpertise. Nine university and approxi-
mately thirty non-unjs/®vsity Persony comprised the cadre.

The MLP core Qyﬂ%isted éf twenty semester hours fashioned toward tne
participant's needs Qﬂd applicable toWwand a thirty-semester-hour Master's
Degree in Education. The tenN-SemeSter-hour balance needed to complete the
master's degree couly Pe qjected frop Pregular university offerings. The
elections related to yath the Partiqipant's needs and interests. The MLP

core was as follows:
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TERY I COURSES TERM. II COURSES TERM. 111 COURSES

E518 Extdérnship (2) E518 Externship (2) ES61 Independent
_ Study (2)
E663 Seminar I (1) E663 Seminar II (2)

J607 Career Development (2) B650 Theories Admin. Org.
and lealership (2)
SW610 Human Resources Pro-

grams (2) EC424 Labor Market Infor-
mation (3)
9 Semester Hours 9 Semester Hours 2 Semester Hours

The focus for the various M*T core courses follows:

E518 Field-Based Externship

The externship was a competency-based extension of the on-campus
program. In combination with the seminar sessions, the externship provided
a planned; individually prescribed program of educatiopal field experiences,
Externship experiences were selected with the mutual agreement of the stu-
dent, the participating agency, and The University of Michigan. Primary
emphasis was placed upon satisfying the educational neads of the individual
ledarner.

E663 Seminar. I

Seminar I provided the participants with the opportunity to develop
a comprehensive awareness and understanding of components of manpower pro-
gram development. The seminar focused upon the utilization and application
of problem-solving techniques with special attention toward the following
topic areas:

Manpower lewislation: present, fu*xre and past.
Federal, state, and local roles an:i responsﬂnhtles
Funding resources and guidelines.

Identification of client-centered needs.

. Manpower program development.

EON

J607 Environmental Information

This course was designed to facilitate the development of skills
which would enable the learners to translate current theories of career
development into viable career guidance programs. Broad goals of the course
included: 1) knowledge of career development theories; 2) ability to
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translate those theories into specific program goals bLased on client needs;
3) ability to design a career guidance program to meet these goals using a
variety of guidance strategies; and ) ability to implement, evaluate, and
renewWw the career guidance program. Special emphasis was given to providing
information relevant to the older youth and adult population and to a variety
of organizational settings. The final outcome of the course was an increased
learner ability to design and implement career guidance programs for their
current work setting.

SW610 Human Resources Programs

The course examined the range of human service agency alternatives
available as a response to economic disadvantagement. The course was
examined from two perspectives: the needs of the client and the agency
organization of the program to serve the client. The conceptual framework
was from a social work and human service perspective.

E663 Seminar II

This seminar focused upon the development and application of:
1) planning skills, 2) operating skills, and 3) evaluation skills as they
related to the delivery of manpower programs and services.

The seminar enabled the participant to apply key skills toward the
development and implementation of:

. Operational and organizational guidelines.
Employment delivery systems.

Educational delivery systems.

Occupational information systems.

Manpower support services.

o Ewh -

B650 Theories of Administrative Organization
and Leadership

This course exposed the learmers to selected portions of the rele-
vant professional literature in organizational, administrative, and leader-
ship theory. Within the general context of the issues, problems and
opportunities which reside in the area of manpower utilization and develop-
ment, the course provided the opportunity for learners to integrate more
theoretical knowledge with their own professional and practical experiences.
Special attention was given to relating knowledge and skills to the person's
current work place.

EC424 Labor Market Information

The course examined sources, uses, strengths and limitations of labor
market information which prime sponsors must use to develop, evaluate and

11



monitor their plans of service. A conceptual background was presented for
each topic area so that data uses could be better understood. The conceptual
framework was from an economics perspective.

E561 Independent Study

Following a self-assessment of strengths, concerns, and interests,
the student developed a learning contract designed to build upon previous
courses. Learning experiences were jointly identified by the student and
instructor and fashioned to meet the student's needs.

The MLP delivery design blended the field-based externship, four weeks
of intensive campus instruction, seven weekend sessions, six field-based mini-
seminars, and independent study into practical/theoretical manpower leadership

education. The MLP responsibilities were directed and coordinated by

Daniel E. Vogler and Joseph V. Tuma.
Project Design

The central problems addressed in designing and ihplementing a Man-

power Leadership Program were as indicated below.

a. Could a cadre of 18-24 Michigan manpower employees, possessing
characteristics for success as manpower leaders, be identified
and recruited for a 1975-1976 program?

b. Could the necessary instructional organization, academic clear-
ances, and local constraints be addressed in order to provide an

MLP?

©. Could the necessary human resources and soft-ware be identified
to execute the MLP? '

d. Could state-oriented workshops be developed to complement the
MLP? -

e. Cculd plans be developed to continue and/or expand manpower
leadership education for 1976-1977%2

f. Could a recruitment program be developed which would promote a
continuation of the 1975-1976 project?

12






The central problems were the basis for the project's objectives.
The objectives are listed below:

1. To recruit, for 1975-76, 18-2u4 Michigan Manpower employees who
have a high probability for success as manpower leaders.

2. To provide an MLP.

3. To identify and/or develop, through “he University of Michigan,
human resources and soft-ware which can provide personnel support
to Michigan manpower organizations.

4. To design and offer three manpower leadership workshops for 50
existing manpower leaders.

5. To develop plans and proposals for continued and/or expanded man-
power personnel education during 1976-1977.

6. To recruit and select participants f¢r manpower personnel educa-
tion for 1976-1977.

The objectives were addressed through execution of the tasks detailed
in Figure I-1. The tasks were interfaced with the Program Curriculum Qutline
presented in Figure I-2. Course syllabi were developed by respective dis-
ciplinary experts from competencies identified from a review of the literature,
The competencies, identified as part of a Michigan Bureau of Manpower Contract
75-103E-Bi4-1, may Le found in Appendix A. The course syllabi used to deliver

the courses may be found in Appendix B.
Project Rationale

Since 1961, manpower programs have been a formal and statutory ac-
tivity having both federal and state govermment support. Several billions
of dollars have been appropriated to formalized manpower programs. Thaese
monies were provided in recognition of an extremely fluid and often uncertain

labor force. Technology, market actions and reactions, international un-

certainties, and a myriad of other factors have influenced employment levels,

13
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1878 1976

TASKS July¢Auga|Sep.]00t.Nov; Dec. |Jan. | Feb, [Har. | dpr.| ey {Tung
Inforn Prine Sponsors of MP | R k] k| k) ***ky***i ﬁ*&*'*ﬁ*q
Seek nominations k | |
Request applicat ons [
Compare applicarions { i
Interview qualified applicants | ¥
Invite selected applicants b
Pinal. niv. approval of cowrses [HEhE| kbRl | | kel i | A Ak
List courses in Time Schedule  |[*id]dhik i ik [ 4t
Enploy MLP pergomnel k] k| ] A | k] k| AR S| skl ] Bk
Finalize externships RO . | | |
Tdent. resource consultants | khi| S| hik| ke dhkl whih k] | M4 kb k] R
Provide extern, visitation st ko aeh | o ot ]
Provide campus seminars o 4 |t ﬁJ #
Prov, mini field-based seminars i k] | o ] i

14 Provide course instriction k] k| k] k] AR k) A ok
Devel, independent study contract 1 | | LU
Swervise independent study kikdf hhh]
Validate adnission to University 4 UL L

FIGURE I-1: Task-Timeline Chart of Nanpower Leadership Progran Tasks




1975 1976
TASKS July {Aug. {Sep. |Oct. [Nov. [Dec. fJan. {Feb, |Mar. (Apr, Hay |June
Register participants % klh ]
Eval, prior graduate credits k| | #k #| &
Advise partic. Univ. requirenents [kkk|kkek i & wlx | o
Advise future course elections ik
Refine MLP syllabi | | M| b
Report MLP B
Identify third-party evaluator | it & |
Seck NLP personnel evaluation R} K| &k
Seek MLP participant evaluation ik ki o
Select workshop planners %
Plan three m/p leader, workshops * 4 i
Offer three m/p leader. workshops k # #
Draft m/p person. trg. proposals | ki
Submit m/p proposals for 1976-77 ki) i
Inforn m/p emp. about 1976-77 MLP I - ' | k| ] el
Seek NLP nominations for 1976-77 1 1 1 [
Seek MLP applications for 1976-77 ik
Interview qual. apps. for 1976-77 iy
Invite selected apps. for 1976-17 mk{

PIGURE I-1: Task-Timeline Chart of Manpower leadership Program Tasks (Continued)
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TERM I COURSES TERM II COURSES TERM III COURSES
E518 Externship (2) E518 Externship (2) E561 Independent

Study (2)
E663 Seminar I (3) E663 Seminar IT (2)

J607 Career Development (2) B650 Theories Admin. Org.
and Leadership (2)
SW610 Human Resources Pro-
grams (2) EC424 Labor Market Infor-
mation (3)

9 Semester Hours ™ semester Hours 2 Semester Hours

TIME SCHEDULE

Fall Term
September 5 (6) Campus: Registration, planning
8~12 Extern Visits
15-19 Extern Visits
22-26(27) Campus: Seminar Friday p.m., and Saturday
29-30
October 1-3 .
6-10 Campus: Guidance and Social Work Courses
13-17 Field-Based Mini-Seminar; Extern Visits
20-24 Field-Based Mini~Seminar; Extern Visits
27-31(1) Campus: Seminar Friday p.m., and Saturday
November  3-7 Field-Based Mini~Seminar; Extern Visits
10-14 Field-Based Mini-Seminar; Extern Visits
17-21 Campus: Guidance and Social Work Courses
24-28 Field-Based Mini-Seminar; Extern Visits
December 1 Field-Based Mini-Seminar; Extern Visits

-5
8~12(13) Campus: Seminar Friday p.m., and Saturday

Winter Term

January 5-9(10) Campus: Seminar Friday p.m., and Saturday

12-16
19-23 Campus: Economics and Administration Courses
26-30 Field-Based Mini-Seminar; Extern Visits

FIGURE I-2: Program Curriculum Outline
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February 2-6 Field-Based Mini-Seminar; Extern Visits
9-13 Field-Based Mini-Seminar; Extern Visits
16-20 Campus: Economics and Administration Courses
23-27 Field-Based Mini-Seminar; Extern Visits
March 1-5 Field-Based Mini-Seminar; Extern Visits
8-12
15-19(20) Campus: Seminar Friday p.m., and Saturday
22-26 Field-Based Mini-Seminar; Extern Visits
29-31 Field-Based Mini-Seminar; Extern Visits
April 1-2(3) Campus: Seminar Friday p.m., and Saturday
5-9 Field-Based Mini-Seminar; Extern Visits
12-16(17) Field-Based Mini-Seminar; Extern Visits
19-23 Field-Based Mini-Seminar; Extern Visits
Spring Half Term
May/June Independent Study
FIGURE I-2: Program Curriculum Outline (Contlnued)

occupational demand, job characteristics, and broad shifts in governmental

prograim emphasis.

The past decade has revealed that appropriations, standing by them-

selves, were no guarantor that manpower programs would increase employment

and decrease underemployment. The assumption that leadership capabilities

would automatically emerge if the money were available was not viable.

Leadership, is the influence that individuals exercise to cause

movement of individuals and the organizations they comprise toward specified
goals. Leadership in manpower planning, programmihg, and operation is the

essential ingredien” for successful results for employment and training for
employment. This leadership requires tte development of personnel who under-

stand the dynamics of the labor market, the needs of people, and the ability

_to serve effectively as an agent of change within the operational style and =

behavior patterns of organizations and -institutions.
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p Planning contract (75-103E-B4-_.) to study professional training and
developfient of Michigan manpower personnel was negotiated between the Insti-
tute of Labor and Industrial Relations of The University'of Michigan, and
the Bupédu of Manpower of the Michigan Departmént of Labor. The purpose of
the coptTact was to develop a feasible, responsive, professional-level, aca-
demic ¢Paining program for Michigan manpower personnel who aspire to careers
in manpfWer planning, administration, and operation.

A myil survey was conducted to identify the current status of ex
perienc® s education, age, seX, and race for Michigan Manpower personnel.
Ninetegl of the thirty-three Prime and Sub-prime Sponsors responded to the
survey, The following I»scribes the populatinn.

1. Approximately 75% .. the surveyed group had less than four
years of experience in manpower.

2, ppproximately half the surveyed group possessed a bachelor's
degree. A projection of data suggested that about 300 persoms
had bachejor degrees.

3, The majors within the bachelor degrees varied considerably. No
dominant major emerged.

4, Approximately 75% of the group surveyed were between 24 and 45
years old.

5. Men and women were about the same in number. -

8. Whites and non-whites were about the same in number.

Regjonal meetings were held to seek opinions about personnel develop-
ment. The directors' views supported the data reported earlier. The direc-
tors yF8eq that programs ‘or personncl development be launched.

An ad hoc review conference was held to receive expert opinion.
Repreg@Ntar-on from The University of Michigan, other Michigan colleges and
uniVefsitigE, Michigan Department of Labor, U.S. Department of Labor, U.S.

O0fficg OF zducation, Michigan Department of Education, United Auto Workers,

L RS
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Michigan Association of Private Vocational Schools, private foundations,
and the U.S. Congress were invited. The ad hoc conference participants
strongly endorsed the MLP approach while noting that this effort should be
viewed as the first step to comprehensive manpower personnél development.

Nominations, contingent upon funding, were sought f~ "' Pre-
liminary ° '+ auppr .sd that a group of approximately 20 qualified persons
were eligible and interested in a 1975-1976 progranm.

Cooperation was sclicited among the University of Michigan's Insti-
tute of Social Research, Economics Department, School of éocial Work, 3chool
of Education, and Extension Service. This unique combination, coupled with
the aforenoted information, resulted in a funded contract between the Bureau
of Manpower, Michigan Department of Labor, and the School of Education, The
University of Michigan. The contract's purpose was to develop and implement
both an inservice, graduate, Manpower Leadership Program (MLP), and three

Manpower Leadership Workshops for Michigan manpower personnel.



CHAPTER 1I

RESULTS: 1975-1976

The results from the 1075-1976 Many..er Leadership Education FYoject
are reported in this chapter. The results are products of the effg{¢§ to
meet the project's objectives. The products were as follows: a) tpe idep~
tification and recruitment of participants, b) the execution of an #Lb,
¢) the development of human resources and soft-ware, d) the design Al
execution of three state-wide conferences, ¢) the development of DI for
manpower leadership education expansion, and f) the recruitment ang Nieer
tion of poténtial 1976-1977 MLP participants.

1975-1976 Participant Identification
and Recruitment

The identification of MLP participants was accomplished thx#%h 3
nomination process. Draft copies of solicitation materials may be fﬁ\nd in
Appendix €. Prime and sub-prime CETA directors were contacted to aﬂ”ise
them of the program. Nominations were solicited froﬁ these persong’ The
following conditions were to exist for any person nominated:

1. The nominee had completed a bachelor's degree.

2. The nominee was currently employed and under the prime dﬁ Sub-
prime CETA director's direct or contractual supervisiop,

3. The nominee exhibited promise as a leader of manpower.

4. Directors would be willing to help plan and enter into gﬂ extefN-
ship agreement for the nominee in the manpower operatigy”

12
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5. Directors J/°W ngpinee to be & from we 1
participay/ in o 7 yyenty.one we .« of intensivc,
on-campus #™8t.ye: cembepy, 1975, tc June, 1976.

A nominatior form wiyy } petwrn, stympeq envelope, was bfovj.ded.

| Nominees were }”‘hedj,ately foryarqed an MLP application form and in-
formation describing #he pro&ram. The Qpplicatj—on was to be returned by
June 3, 1975, in orqef that interviey Scnedules and arrangements could be
made.

The applicatif® were Teviewed and Checked to insure that basic ad-
mission criteria wey, Ret, Progpecyive participants Wefe schedmled and
invited for a persona} interview. .

Interviews we,# Scheduled fop June 25 gnd 26, 1975. Participants
were interviewed by eﬂher Dr. panigl R, Vogler, or Mr. Joseph V. Tuma.

The interviews were 9“‘11%11!"@(1 to optaly input necessary for the completion
of the "Interview Gy;#%." This guige Mgy also be found in Appendix C.

Recommendatiqg?’ application daty, and interview input were used to
rank prospective pahﬁf'ﬁipapts- Bazed upon these inputs, twenty-four candi-
dates were invited yy Marticipate in the MLP. Each prospective participant
was required to makg AMpjcation tq Ragkham Gpaduate Schbol_, The University
of Michigan. No pehg‘”l wag inviteq unless it appeared that admission
criteria could be myy”’

The prospecti/ Papticipan=s who yere pot invited were advised that
they had not been szthed. A}l tyepty.four original invitees accepted the
invitation. The nw”‘ of a@ctual eproliments was reduced to twenty. The
decrease of four way d"e to PeprsoNy] On york conditions. Table I reflects

the identification Q{;A tacruitment pecopd.

UL
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TABLE 1

1975-1976 IDENTIFICATION AND
RECRUITMENT RECORD

Description l Number
Nominations 33
Applications 27
Interviews 27
Invitees 24
Acceptances 24

Actual Enrollment 20

The MLP participant profile was constructed. Table 2 reports twelve
characteristics and commensurate statistics for the twenty participants who
enrolled. The four prospective participants who did not eﬁroll were gen-
erally reflective of those who did enroll. The principlé differences were

that three were female and all four were minority.
MLP Execution

The MLP exzcution was in accord with the Curriculum Outline presented
in Chapter I. The various course syllabi were followed, and for the most
part, the instructional staff were on target with projected time lines.

The syllabi are presented in Appendix B. Exceptioﬁs to'syllabi existed for
Seminar II and the extern program. The exceptions were made to permit more
participant input. Evaluation data regarding this objective is reported in

Chapter III.

24
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TABLE 2

PARTICIPANT CHARACTERISTICS

N = 20

Characteristic Statistic Range‘
Male 55% N/A
Female 45% - N/A
Married 75% N/A
Age (Mean) 33.10 22-58
GPA (Mean 4.0 = A) 2.90 2.0.-3.8
Salary (Yearly Mean) $12,920 $7,000-$25,000
Years in M/P (Mean) 2.34 .5-10.0
Contractor-Based 30% N/A
Urban-Based 25% N/A
Urban/Rural-Based 50% N/A
Rural-Based 25% ‘ N/A
Minority 30% N/A

MLP Resource Development

Resource development of both a human and soft-ware nature occurred
during the project. The various instructional persons are listed in
Figure II-1. Additional manpower/leadership resource consultants were
used for the project. Those persons are reported in Figure II-2.

Invaluable resource associations were provided by local directors

and field supervisors. Figure II-3 reports those persons.
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Name | Instruétional Area
Dr. Malcolm Cohen, Lecturer ~ Labor Economics
Dr. William Dunifon, Assistant Professor Admiqistration

Dr. Louis Ferman, Professor Social Work

Dr. Juliet Miller, Lecturer 'Career Development
Dr. Gordon McMahon, Professor Externship

Dr. John Odbert, Assistant Professor Seminar I

Mr. Joseph Tuma, Lecturer Externship

Mr. Ralph Wenrich, Professor Seminar I

FIGURE II-1l: MLP Instructional Staff

Mr. Donald Baker, Chief Clerk Dr. Wilbur J. Cohen, Dean

Committee on Education and Labor School of Education
U.S. House of Representatives The University of Michigan
Washington, D.C. Ann Arbor, Michigan
Mr, Price Banks, Director Dr. Hugh Edwards.

of Planning Department Achievement Motivation Consultant
Livingston County Fenton, Michigan

Howell, Kichigan : o
The Honorable Marvin L. Esch

Mr. Samuel Bermstein Congressman/Michigan
Assistant to the Mayor for Washington, D.C.
Hanpower ' ‘ B
Chicago, Illinois Dr, Rupert Evans -
Professor of Education
Mr, Paul Bigley, Director The University of Illinois
Region II Manpower Consortium Urbana, Illinois

Jackson, Michigan :
' Dr. William Haber

Mr. Wendell Brooks, Chairperson ~ Professor of Economics
Northwest Michigan Manpower The University of Michigan
Consortium Ann Arbor, Michigan

Manistee, Michigan .
The Honorable Augustus Hawkins

Mr. Robert E. Chisholm, Director Congressman/California
Oakland Department of Public Washington, ‘D.C.
Services

Pontiac, Michigan

FIGURE II-2: MLP Resource Consultants

Q | 2(3
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Mr. Thomas Hazlewood, Director

Central Upper Peninsula Manpower
Consortium

Escanaba, Michigan

Mr. Dale Huggler, Chairman
Board of Commissionars
Alpena, Michigan

Mr. Herman Ivory, Chairperson

Muskegon County Board of
Commissioners

Muskegon, Michigan

Mr. James E. Jacobs

Special Asst. for Legis. Affairs
Bureau of Employment § Training
Lansing, Michigan

Mr. Charles Kane, Exec. Asst.
Employment & Training Admin.
Region V Department of Labor
Chicago, Illinois

Dr. Charles Killingsworth
Professor of Economics
Michigan State University
Lansing, Michigan

Mr. Sander Levin
Attorney
Bloomfield, Michigan

Mr. Von D. Logan, Chief

Labor Market & Analysis Section
MESC

Detroit, Michigan

Ms. Maryann Mahaffey
Councilperson
Detroit, Michigan

Mr. Joseph M. Miller, Dean
Occupational Studies
Washtenaw Community College
Ann Arbor, Michigan

Mr. James Morgan

Professor of Economics

The University of Michigan
Ann Arbor, Michigan

Ms. Meri Lou Murray, Chairperson

Washtenaw County Board of
Commissioners

Ann Arbor, Michigan

Mr. Robert Pendleton, Deputy Dir.
Bureau of Employwment & Training
State Department of Labor
Lansing, Michigan

The Honorable Albert H. Quie
Congressman/Minnesota
Washington, D.C.

Mr. Michael C. Rogers
Assistant to Administrator
City of Ann Arbor

Ann Arbor, Michigan .

Mr. Paul Roy
Manpower Director
Muskegon Consortium
Muskegon, Michigan

Mr. James Saari, Director

Western Upper Peninsula Manpower
Consortium ‘

Ironwood, Michigan

Dr. Gerald G. Somers
Professor of Economics

The University of Wisconsin
Madison, Wisconsin

Dr. J. William Wenrlch President
Canada College
Redwood City, Califbrnla

FIGURE II-2: MLP Resource Consultants (Continued)
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Field Supervisors

Mary Ballantine Harry L. Redds
Dennis Brieske Kurt Ries ‘
Robert Culver Dennis Rome

Bruce Jacobs Ivan Ryan

John Martinoff Gary Scholten
Edward T. McKenzie Craig Schreuder
Jim Olson: . Asma Tappert

Susan Quattrociocchi Adrian VandenBosch

Michael Quinn

Prime Sponsor Directors

Frank Bigham John Martinoff
Paul Bigley Gerald Mazurek
Dennis Brieske Kurt Ries
Gordon Goyt Paul Roy

Thomas E. Hazlewood Gary Scholten
Bruce Jacobs Craig Schreuder
Arthur Lewis Marion Stickle

FIGURE II-3: MLP Resource Associates

Soft-ware, in the form of leadership/manpower publications, was col-
jected. The reference lists for each of the course syllabi were used as a
basis for the collection. A list of the composite collection, shelved in
the Media Center Library, School of Education, The University of Michigan,
can be found in Appendix D.

Conflerence Design and
Execution

Three state-wide Manpower Leadership Conferences were designed and

executed. The design evolved from an advisory panel representative of

CETA prime sponsor directors. Figure II-4 is a list of the advisory

council.
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Price Banks, Director, Livingston County Department of
Internal Affairs

Allan Becker, Deputy Director, Manpower Department,
City of Detroit

Paul Bigley, Director, Region II Manpower Consortium

Alden Briscoe, CETA Director, Flint, Genesee, Lapeer,
Shiawasee Counties

Thomas Hazlewood, Director, Central Upper Peninsula
Manpower Consortium

Robert Pendleton, Deputy Director, Bureau of Manpower,v
State Department of Labor

Paul Roy, Manpower Director, Muskegon Consortium

FIGURE II-4: MLP Conference Advisory Board Members

The initiai conference was held in Ann Arbor, the second in Lansing,
and the last in Detroit. Attendance spiraled from 50 to 125 to 250. Copies
of the programs may be found in Appendix E. The Manpower Leadership Educa-
tion Project Conference Series Evaluation Report may be found in Appendix F.

The conference execution was such that proceedings were warranted.
Consequently, a separate publication was produced. This publication, en-

titled Employment and Training - A Michigan Overview, 1975-1976: Proceed-

ings of a Conference Series, may be obtained through the Occupational Educa-
tion Programs, School of Education, The University of Michigan.
Planning Manpower Leadership
Education
Plans for continuation and/or expansion of manpower leadership educa-
tion continued throughout 1975-1976. A substantive plan will take the form

of a proposal to be submitted to the Michigan Department of Lébor, Bureau of

Manpower.

29
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The planning effort evolved from three primary sources: MLEP staff,
third-party evaluation, and the conference advisary committee. The MLEP
staff, after due consideration to the other primary sources, developed
various recommendations. These are reported in Chapter III. The 1976~1977
propbsal will incorporate the recommendationms.

The Conference Advisory Committee's recommendations are reported in .
Appendix 6. The third-party evaluation planning contribution is presented
in Appendix'H. |

1976-1977 Participant Identification
and Recruitment

Contingent upon continuation of the project, and based upon positive
feedback regarding the project, a 1976-1977 recruitment program was launched.
Certain adjustments were made to the selection process. The adjustments are
listed below:

1. Recruitment information was updated.

2. Various recruitment forme were refined.

3. Timetable for selection was moved forward.

4. Pach prospective participant will have three interviews.

5. Each prospective participant will be asked to take the SCAT
(School and College Ability Test).

The specific process used for 1976-1977 will be reported in the 1976-1977
final report. l

Data supports that 43 persons were nominated, 38 subﬁitted applica~
tions, 33 wefe interviewed, and 24 were invited to participate in the 1976~

1977 Manpower Leadership Program.
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This chapter has presented the products of the efforts to meet the
1975-1976 Manpower Leadership Education Project objectives. Information
was presented within the chapter and through referral to the Appendices

and other publications.
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CHAPTER III

EVALUATION AND RECOMMENDATIONS

1

This ;g;pter presents the evaluation system used during the first
year of the MLEP and the resultant recommendations. Detailed support data
may be found in Appendices F, G, and H. Naturally, this year's evaluation
is of a short-term nature. The long~term efforts must await two to three

years of service in the field by the participants.
Evaluation System

The project director and coordinator assumed judgmental responsibility
for decision making. Input, of an informal and formal nafure, was sought
from the MLEP staff, MLP participants, conference advisory committee, con-
ference participants, and local manpower personnel. All tangible data ob-
tained were forwarded to a third-party evaluation team. The team was com-
prigsed of: Mr. Samuel Bernstein, Dr. Rupert Evans, andlpr. Gerald Somers.
The third-party evaluation report may be found in Appendix H.

The evaluation data were collected consistent with the Content,

Input, Process and Product (CIPP) model. This modei is described as an
adaptation of D. L. Stufflebeam's, by Tim L. Wentling and Tom E. Lawson

in their book entitled: Evaluating Occupational Education and Training

Programs, Allyn and Bacom. "ac., 1975. The first three components of this

model were applicable cm: & :-hort-term basis.
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The following tangible sources of evaluation data were collected:
1. Weekly staff briefings.

2. Anonymous course evaluations. (See Figure III-1 for a sample
copy.) :

3. Anonymous resource person evaluations. (See Figure III-2 for
a sample copy.)

4, Composite evaluations by the group. (See Figuré III-3 for a
sample copy.)

5. Other evaluation per Appendices F, G, and H.

THE UNIVERSITY OF MICHIGAN Course Class
SCHOOL OF EDUCATION Instructor :
STUDENT REPORT ON TEACHING Date Completed

Please have the directions on the envelope read aloud if they have not been.
Your responses will be strictly anonymous. Your evaluations will NOT be

available to your instructor until all grades have been reported. “If, for
some reason, you are uncomfortable about completing this report at this
time, please come to the Dean's Office at your convenience to f£ill one out
privately.

DIRECTIONS

Circle the number before the one phrase which best represents your choice.
On the scale of 1-5, consider the midpoint as average. Reserve (1) for
truly exceptional and (5) for its opposite extreme.

1. How would you rate your instructor in general (all-around) teac::ng
effectiveness? _
1) An outstanding and stimulating instructor
2) A very good instructor
3) A good imstructor
4) A fair instructor
5) A poor and inadequate instructor

2. How would you rate the overall value of this course?
1) Superior
2) Very good

3) Good
4) Fair
5) Poor

FIGURE III-1l: Student Report on Teaching
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3. How well does your instructor seem to know the subject?
1) Thorough and profound scholarship
2) Knowledge broad and accurate
3) Adequate knowledge
4) Occasional gaps in kmowledge
5) 1Inadequate knowledge

4., How clearly does your instructor present his subject?
1) Exceedingly clear in presentation
2) Very clear in presentation
3) Clearly
4) Not very clearly
5) Not at all clear in presentation

5. How interesting does he make the material?
1) Exceedingly interesting
2) Very interesting
3) Intevresting
4) Not very interesting
5) The course is a bhore

6. How objective do you comsider your instructor?
1) Encourages differences in viewpoint
2) Permits expression of different points of view
3) Usually tolerant
4) Seldom permits expression of different points of view
5) Intolerant, allows no contradiction

7. How much individual help do you feel you are able to get in this
course?
1) A great deal
2) Quite a bit

3) Some
4) Little
5) None

- - —— - — o e et e Pt o s e e
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The remaining items are primarily descriptive =f the manner of teaching
and of the classroom situatior. Respond as best you car to these aspects.

A. Is Class —ime well sper—=’
a) Very well spent
b) About 50-50
¢) Poorly spent

B. How do you feel about the amount of outside work assigned~
a) About right
b) Too much
c) Too little

FIGURE III-1l: Student Report on Teaching (Continued)
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C. Eow appropriate is the pace of presentation of the material?
z About right
b Too fast
c) Too slow

D. How current is the course content?
a) .Up to date, relevant research and commentary presented
b) So-so, some current research and comment
c) The course needs to be brought up to date

E. How valuable are the text and other assigned readings?
a) Exceedingly valuable
b) Generally waluable
c) A waste of time

F. Keeping in mind that the returns from this questiomnaire will be used
by the instructor in the process of improving his teaching, pleasa—,
mention below any other aspects of the course or instructor not covered
in previous questions, which you consider to be especially good or
poor, and offer any suggestions that you have for improvement of the
course. If you wish, you may supplement or clarify vour responses to
cuestions 1-7 and A-E. Use additional paper if needed.

FIGURE IIT-1: ' S+udent Repcwt on Teaching (Continued)
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The University of Michigan
MANPOWER LEADERSHIP PROGRAM

SPEAKER EVALUATION FORM

Speaker's Name

Date Time

DIRECTIONS: Record your reaction to each criteria areaz by placing a num-
ber in the space provided using the following rating scale.
An asterisk (*) indicates that the criterion may not be used.

RATING SCALE: 5 - excellent 4 - very good 3 - good
2 - fair 1 -~ poor

CRITERIA AREAS

1. Stimulated and maintained interest.

2. Adequate preparation and organization.

3. Delivery of presentation.

4, *Use of audio-visua. materiais.

5. Oppertunit: for grup interaction with speaker.
6. Relevarce of subjecr and content for group.

7. Adequate coverage c<f topic.

8. Utilization of z iotted time.

RECOMMENDATES: ZZrcle conyr=ct »esponse.

Yes No 9. Should :-his topic be used next year?
Yes No  10. Should this speaker be used ‘next year?
COMMENTS:

FIGURE II1I-2: MLI Speaxer Lvaluation Torm
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MANPOWER LEADZ . SHIP? PROGRAM
COMPOSITE EVALUATION

December 12, 1975

The following strengths, cmmcerns, and suggestiohs;evolved from a
group session convened on Friday =vening, December 12, 1975. Dan Vogler,
facilitator of the evaluation sezsion, noted that input was w=lcomed which
would relate to Context or Input or Process (CIPP) evaluation system. The
data would be utilized for decisior-making relzted to the program.

The Manpower Leadership Program participants were advised that their
comments were open-ended and should not b; comstrues. as fepresenting con-~
sensus of the group. The particinants were Turther adviser =hat they
should not fear recrimination for = » ccmmer—s m=de. The follow:nag data
were provided and repcarted chronoclozcally &s it was offersc.

Program S —m=ngths
1. The content within the program —=lates ciosely to administra~or weak-
nesses.
2. The instructors and resources are readily available.
3. The program is wel}—ﬁrganizem“
4, The support services (e.g. ) is apprec-ated.
5. The applicability of program towards credizs and degree.
6. The flexibility for partizipant input.
7. The opportunity to meet and confer with =ther manpower pmactitioners.

8. The selection process utilized--not selezting-elitists.

FIGURE III-3: MLP Composite = _.uation
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10.

11.

12.

10.

11.

12,

13.

14,

15.

16.

17.

The resource materials (ERIC) are worthwhile.
The opportunity for theory/practice blend.
The course materials are applicable to everyday problems.

The instructors are qualified.
Program Concerns

All students are not aware of the strengths of the program.
Parhaps it is too theory-oriented without "new" applicability.

¥Manpower and public education are not the same, although they are
"kissing cousins."

Inatructors are research-oriented and lack the "field experience.™
Cooréination and communication among the instructors.

All instructors were not aware of where participants were coming
Trom.

Jot enough lead time for assignments. The end of the term was over-
loaded.

Imbalance between P.S. and CBO's information focus.

Instructors sometimes act as though their class‘is "the only class."
Participant mixture created problems.

Instruction addressing problems of 196C's, not 197S.

Process of mini-seminars--are they worth it? Participant responsibility.
Employers are not sufficiently oriented about the program.

Course load is perhaps too high.

Too much work for credit granted.

Assignment/instruction sequence sometimes reversed.

Did not get assignment material returned for work on future assignment.

FIGURE III-3: MLP Composite Evaluation (Continued)
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18. Requirements specified in syllabus and those expected did not always
match.

19. Participants did not jell and thus, participants did not maximize
each other as resources.
3uggestions
1. Provide better briefing for instructional courses at the begimning of
each term. '
2. Provide more time between intensive instructional blocks.

3. Strive toward naming and communicating to employers what a manpower
leader is prepared to do.

4. The University of Michigan should sell the employer on the program.

5. Provide a newsletter to employers from manpower staff. Develop a man-
power mailing list for participants.

6. Adjust the program to individual needs.
7. Each instructor should receive a list of the students' extern plans.

8. Participants background data should be provided to all Manpower
Leadership Program staff.

9. Build accountability into staff and resource people.
10. Seek more involvement from field supervisors.
11. Field supervisors shouid ﬁe m@re extraneous to daily work.
12. Provide more direct feedback to students.
13. Assess each student's needs before entry into program.

14. Field supervisors should fill out the competency assessment of students.

The input was recorded on the chalk board. The group was polled for
consensus on each input. The consensus did not evolwve on all input. The
process revealed that the inputs were individualized and another procedure
should be used to determine the extent of agreement.

FIGURE III-3: MLP Composite Evaluation (Continued)
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Recommendations

Following are the recommendations which evolved from the system iden-

tiflied heretofore. The recommendations are listed in their approximate

chronological occurance. No relative importance is implied through this

listing.

10.

11.
12.

13.

Move the MLP recruitment timetable forward by at least one
week.

Develop a supervisor/participant/U of M representative work
session to develop extern plans.

Investigate the feasibility of regular communication to manpower
personnel within the state. A newsletter or regular input to an
existing publication might be appropriate.

Strengthen communication of program intent and commitment re-
quired to the program during the selection process.

Collect and process university applications as a group. The
MLEP director or coordinator should assume responsibility for
monitoring application submission,

Request and reserve housing for partlclpants in one location
for the entire program,

Reduce the on-site extern visits to one or two per term.

Utilize telephone conference calls as an altérnative to on-site
visitations,

Reduce the mini—seminars to one per term.'

Shift major responsiblllty for content questlons during mini-
seminars to participants,

Stress the importance of time lines and punctuality.
Organize maxi-seminars to maximize the uncommitted evening time.
Identify and develop a communication system which will facilitate

participant pressure relief. This is very crucial about one
month before terms are concluded.
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14,

15.

16.

17.

18.

19.

20.

21.

22.

23.

24,

25.

26.

27.

28.

29.

3l

Submit textbook orders by mid-July and early chober for Fall
Term and Winter Term respectively.

Strive for more objective procedures for the translation of
extern experiences to grades. A pass/fail approach and/or self-
assessments were suggested.

Develop staff articulation sessions to promote an interface and
continuity among courses.

Develop a composite profile of participants which can be dis-
seminated among instructors and participants.

Request each student to design a one page manpower resume for
duplication and dissemination among participants.

Levelop content and process oriented learning experiences toward
the political aspects of manpower. '

Administer the SCAT (School and College Ability Test) for the
purpose of identifying potential participant problems in math
and communication skills.

Refer participants with potential math or communication problems
to appropriate university services.

Solicit nominations through prime sponsor or sub-prime sponsor
directors. '

Refine and revise selection forms to reflect contemporary cun-
ditions relative to sex, age, and race affirmative practices.

Encourage participants to set priorities and work within realis-
tic educational timelines.

Seek syllabus refinement of the Career Development, Seminar I,
Seminar II, Social Work, and Administration courses.

Alter procedures within the extern pregram.

Replicate the MLP component with incorporation of recommendations
listed herein.

Offer at least two state-wide conferences similar to 1975-76
format.

Design and implement three weekend workshops. The target groups
should include representation of elected officials, senior CETA
representatives, and representatives of CETA advisory groups.
The focus of the workshops should be leadership oriented with
emphasis on roles and responsibilities.
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MANPOWER LEADERSHIP COMPETENCIES
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ECONOMICS COMPETENCIES

Obtain unemployment informa-
tion.

Obtain low income information.
Identify area unemployment.

Define/ldentify underemployed
individuals.

Desqribe client population.

Identify labor market dis-
abilities.

Define/identify economically
dlsadvantaged individuals.

Identify area low-income
adults.

Interpret soclo-economic data.
Interpret statistical data.
Interpret demographic data.

Identify economic relation-
ships.

Develop local manpower survey.

43

Analyze
Analyze
Analyze
Analyze
Utilize

Draf¢
Discussion Only

local labor market.
survey results,
data/prOblem connections.
manpower needs.

manpower survey resources.

Identify prime sponsors' man
power needs. ‘

Survey manpower needs. -

Develop

comprehensive labor

market information system.

Evaluate "drop-out" factors
(mandatory and voluntary).

Relate education/income.

Identify program cost effective-~

ness.

Identify research needs.
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Draft
Discussion Only

ADMINISTRATION COMPETENCIES

Outlihe bureaucratic organiza-
tional structure.

Outline unicn'organlzation.

Define organizational struc-
ture of prime sponsors.

Define prime sponsors' manage-
ment functions.

Define prime sponsors’ planning
funetions.

Design financial management
system.

Determine prime sponsors' staff
requirements.

- Define prime sponsors' evaluation
functions.

44

Evaluate employee performance.
Use merit system techniques.
Manage organizational conflict.

Design information management
system.

Design prime sponsor organiza-
tional structure.

Design program planning and
budget system.

Prepare budget.
Analyze budget.
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Draft
Discussion Only

SOCIAL WORK COMPETENCIES

Analyze community resources,

Identify "technologies" of service
agencies.

Identify "product" of service
agencles.

Identify legal services.
Identify medical services,

Identify prime sponsors' educa-
tional resources.

Identify housing services.
Identify transportation services.

Identify social services, wel-
fare, child care, etc.

Identify community educationali
resources.

Identify non-CETA services.

Identify prime sponsors' local
limitations.

Identify situational agency
barriers.

Identify environmental agency
barriers.

Identify artificial employment
barriers.

Identify organizational agency
barrlers.

Accept characteristics and per-
sonality traits of ethnlc and/

\‘1
r minorit roups.
,E MC . Yy g p

IToxt Provided by ERI

Describe discrimination effects.

Describe minority business
developments.

Percelve poor person problems.
Describe client service options.

Identify client's public
identity.

Develop positive client labels.

Determine client participation
barriers.

Identify client's social situa-
tion.

Identify client target group.
Promote "socletal" relationship.
Devise cooperation strategiles.
Develop ccmmunity linkage.
Analyze intra-~agency confliet.
Analyze 1nter;group relations.
Analyze inter-agency conflict.

Identify community opinion
leaders.

Analyze community power structure.
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Draft
Discussion Only

GUIDANCE/COUNSELING COMPETENCIES

Identify target group needs.
Identify client service needs.
Identify client's testing needs.

Identify client's counseling
needs.

Identify client's child care
needs. f : :

Identify client's transportation
needs. ,

Identify cliént's attributes.
Identify client's problems.
Intérview potential clients.
Interview client.

Use listening skills.

Test potentlial cilents.

Assess client's basic educa~
tional skills.

Assess client's interests.

Determine client's occupational
interests.

46

Assess client's aptitude.

Assess vocational interests/
aptitudes. '

Assess client's employability
needs. _

Provide on-going client assess-
ment.

Identify client's needs.
Recognize client's human needs.
Establish client priorities.

Expand client's background
information.

Analyze client problems.
Counsel potentisl clients.
Parﬁicipatelin "helping“ team.
Provide groqp counseling.
Analyze group process.

Deliver client services.
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Draft
Discussion Only

FIRST SEMINAR COMPETENCIES

Identify manpower Jargon.

Describe

manpower legilislation.

Describe MDTA legislation.
Describe EOA legislation.

Describe Emergency Employment
Act of 1971.

Describe C.E.T.A. of_1973.

Explzin manpower/union relation-
ship.

Review manpower legislation.
Review prime sponsor activities.
Describe recruitment functions.
Describe placement functions.
Discuss prime sponsor role.

Describe inter-prime sponsor
area.

Describe intra-prime sponsor
area.

Describe statewlde prime sponsor
area.

Identify state official.

Describe role of State Advisory
Council for Vocational Education.

Describe role of State Advisory
Council for Adult & Continuing
Education.

historical development of

47

Describe CETA/Vocational Education
funding.

Interpret governmentél guldellnes.

Determine Section 112 funding \
levels.

Use CETA funding formula.

Identify CETA fundirg reaources.
Outline participant flow system.
Diagram client routime patterns.
Observe client routime— patterns.
Identify "qualified" smplicants.
Diagnose eligibility requirements.

Determine program selection
priorities.

Determine program eligibllity
requirements.

Describe occupational preparation
steps.

Describe teaching-learning
strategies.

Describe components of curriculum
dgvelopment.

Plan training program.
Use problem solving process.

Develop target Job requirements.
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Drafs
Discussion Only

SECOND SEMINAR COMPETENCIES

Interpret manpower financial
report.

Estlmate service costs.
Assign activity costs.
Develop budget.

Evaluate manpower prograns.

Develop cuantitative evalua—ion
measures.

Develop program evaluation cools.

Assess cur—~ent program effective~

Assess current program efforts.

Describe instructional evalua-
tion techniques.

Evaluate employer's program
attitude.

Assess new project effectiveness.

Evaluate manpower services
delivery aysten.

Develop client follow-up proce-
dures.

Evaluate client routing patterns.
Analyze self.

Write Manpower Services Council
Guide.

43

Outline management-by-objectives
(MBO) system.

Write performance standards.
Write work statements.
Write program standard.
Write selection pricrities.

Design manpower services
delivery systen.

Design demonstration progranms.
Design experiﬁental‘program.

Design client'brientation
services.

Design counseling-services.
Design 1ntake'procedures.

Design CETA implementation
strategy.

Design referral system.
Desaign Job.cpﬁnseling programs.

Design assessment system.

"Review primé sponsor area.

~ Deévelop comprehensive manpower

plan.
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Use the Dictlonary of Occupational

Titles (D.O.T.)

Determine occupational require-
ments.

Compute occupation skill _evel
(445+5 digits in D.0O.T.)

Interpret oczupational skill
level.

Establislk wzgc standards.
Establish szpioyment outcomes .
Describe cczupational clusters.

Describe career ladders and
lattlices.

Describe job classification
systems.

Identify selary characteristics
of occupation.

Use Job restructdring techniques.
Write Job descriptions.
Identlify Job cognitive skills.

49

Identify Job psychomotor skills.
Identify affective skills of Job.
Perform occupational analyseis.
Write goal statement.

Develop performance objJjectives.

Outline training program establish-
ments.

Develop institutional traiﬁing
plans.

Develop subsidized work experience
options.

Develop transitional public ser-
vice employment options.

Write 0-J-T contracts (subsidizes,
first hire).

Develop "non-financial agreement."
Develop training agreements.
Design delivery system.

Examine area manpower policy 1lssues.
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Draft ‘
Discussion Only

EXTERNSHIP COMPETENCIES

Utilize existing educational
resources.

Operate area manpower research.

Execute work gnd training
poliey.

Execute disorimination policy.

Execute political activity
policy.

Execute c¢riminal provision
poliey.

Maintain Labor Department
Relations.

Operate Job Corps Program.

Conduct manpower demonstration
program.

Operate manpower service.
Operate public employment program.
Operate manpower program;

Manage manpower program.

Coordinate Regional Training
Programs.

Develop required reports.
Submit grant application,
Prepare grant application.

Establish comprehensive manpower
services.

50

Develop CETA consortia.
Establish Manpower Council.

Request. on~site technical assis~
tance.

Recruit client jobs,
Develop client Jjob.
Restructurelclient Jéb.
Apply CETA priorities.

Coordinate two prime sponsor
area educational_. resources, e

Apply CETA policies.

Coordinate prime sponscr educa-
tional resources.

Process client information.
Process progﬁam impact information.

Use intra-agency communicatio
techniques. '

Schedule staff development
opportunities. :

Maintain records.,

Write news réleases.
Provide consultation.
Chair committee meeting.

Lead small group discussion. '
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Apply affirmative actionvregula-
tions.

Supervise.employees.

Disseminate progfam information.
Regulate client flow.

Advertise program options.

Set service priorities.

Implement client employment
plan.

Develop client employment plan.
Select service operators.
Select coordinating methods.

Match client priority groups with
priority employment. '

Develop assessment services.
Develop intake services.

Develop outreach/recruitment
services.

Use CETA guides.

Use referral sources; e.g.,
schools, socilal welfare offices,

employment service, parole boards,

probation offices, churches, ser-
vice clubs, others).

Job
Job
Job
Job

Use developnient techniques.

Use creation techniques.

Use solicitation techniques.

‘Use placement techniques.

Use Jjob retention techniques.
Determine prime sponsor program

operators.

51

Coordinate employm=nt services.
Coordinate subsidized employment.

Coordinate client "appeal" ser-
vices. -

Coordinate vocaticmal education
gservices.

Coordinate‘clien: basic education.
Coordinate client counseling.
Coordinate client testing.
Coordinate client coaching.
Coordinate classroom training.
Coordinate CETA orientation.

Coordinate transitional public
employment. .

Coordinate client 0-J-T.
Coordinate intake.

Coordinate staff outreach effort.
Coordinate support services.
Recommend program improvements.

Recommend priority occupational
training areas.

Plan inservice training programs. °
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OTHER COMPETENCIES

Validate learning deviges.

Identify public vocational
education services,

Describe MDE structure.

Identify private vogational educa-
tion services.

Describe MDE manpower policies,

52

Draft
Discyssion Only

Describe supplemental vocational
education training,

Describe supplemental vocational
educallon services.

Provide vocational supplemental
training,

Identify relationships with
other delivery systems.
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COURSE SYLLABI
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LABOR MARKET INFORMATION
3 Credit Hours

Developed by Malcolm S. Coaen

Course Focus

The course examines sources, uses, Strengths and limitations of
labor market information which prime sponsors must use to develop,
evaluate and monitor their plans of service. A conceptual background
is presented for each topic area so that data uses can be better under-
stood. The conceptual framework is from an economics perspective.

Course Content

1. See Addendum A for course content.
2. See Addendum B for specific coumpetencies.
3, See Addendum C for references.

Reference Material

No required text. Students will utilize books and periodicals
from the library. Books will be recommended for purchase but their
purchase is not required. Students will receive several handouts.

Course Procedures

1. Lectures tie conceptual frame work of topic areas to data uses.

2. Students will have an opportunity to use the computer terminal
to access data about their own local area. '

3. Students will work through practical problems such as fore-

casting employment in their own area using a conputer based
simulation program.

4. Students will write a paper on one of the ten topics. Students
will use additional reference material listed in Addendum C
for paper.

Evaluation

Students will be graded on problems and exercises. Students will
not be graded on what they remember about specific data sources but on
how well they can apply what they learn to hypothetical work situations.
Students are expected to satisfactorily complete all exercises and paper
to earn a passing grade. The course will be graded as pass-fail. There
will be no examinations. Students having difficulty completing an assign-

[ERJ!:‘ment will have plenty of opportunity to interact with the instructor.

Full Tt Provided by ERIC.
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ADDENDUM A
INSTRUCTIONAL CONTENT TOPICS

SESSION ToPIC

i. Un lo nt

A. Czuses of unemployment
B. Patterns of worker job search
C. Employment problems of special groups
D. Measures of unemployment
1. Census Bureau/Bureau of Labor statistics labor force concepts
2. Vorkforce estimates .
3. Insured unemployed
4. Discouraged workers
5 Underemployed workers
6. Other measures

1I. Programs to Deal wigh.Uneggioxggnt
A. VU.S. Employment Sexvice

1. Traditional role
2. Computerized services

B. Public service employment
C. Private employers
D. Other pregrams

II1I. Lerand for Labor

A. Factors affecting demand for labor e
B. Employer search for labor

C. Strategies for employer contact

P, Measures of labor demand

Iv. Labor Supply

A. Pactors affecting supply of labor
B. Supply by occupation

C. Measures of supply

D. Labor mobility

bl 2 Forecastiny

A. General ecoaomic conditions
B. Llabor force and employment

C. Occupational trends
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SESSION TOPIC
VI. Poverty and Human Capital

A. Causas of poverty

1. Handicaps

2. Low paying jobs

3. Unemployment

4, 014 age

5. Inmadequate training

B. Human capital
C. Measures of target groups
D. Use of computer to determine target groups

VIiI. Simulation

A, Exercise in building a model of local labor market
B. Making assumptions about future labor market conditions
C, Evaluating results of simulations

VIII. Cost Benefit Analysis

A. Measuring costs

B. Measuring benefits
-C. Comparing costs to benefits

D. Some common pitfalls

E. Applications to manpower programs

IX. Survey Methods

A. Estimating survey costs

B. Drawing the sample

C. Designing the questionnaire
D. Pretesting the questionnaire
E.  Carrying out the survey

F. Analysis of survey results
G. Evaluating survey accuracy

X. Designing a local information system

A. . Determining the need for an information system
B. Defining information requirements

C. Identifying information gaps

D. Choosing a delivery system
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SESSION

L7

PRE~SESSION LEARNING ACTIVITIES
See Addendum C for Readings

Handouts will also be prepared for distribution

SPECIAL 1IN CLASS/AFTER CLASS LEARNING ACTIVITIES

ACTIVITY

I
II
III

v

ViI
VIII

IX

Construct estimates of unemployment
for 1974 and 1975 for prime sponsor area

Be prepared to discuss ways unemployment
can be reduced in your area

Examine hypothetical:data to determine
strategy for employer contact

Measure labor supply

Evalvite forecasts

Accags data on target groups

cimulate labor market supply and demand

Carry out cost benefit analysis of
hypothetical manpower program

Cuest lecturer

Design a local information system

R7

" 'RESOURCE

Instructor
Iastructor

Instructor
. Instructor
Ingtructor
Computer
Computer

~ Iastructor

Institute of
Survey Research
Cuest Lecturer

Instructor



10.

11.

12.

13.
14.
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ADDENDUM B
SPECIFIC COMPETENCIES

Identify causes of unemployment

Obtain unemployment information

Analyze programs to aid unemployed
Develop strategy to contact area employers
Measure local area demand for labor
Measure local supply of labor

Analyze labor mobility and commuting

Obtain forecasts of labor force and employment
Obtain occupational forecasts

Analyze causes of poverty

Identify target groups for manpower programs
Use computer for labor. market analysis

Measure costs and benefits of manpower programs
Carry out local manpower survey

Design a labor market information system
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ADDENDUM C
Reference Materials

Students have different backgrounds and interests. Readings indicated
by an (*) are basic readings that all students should read. Other readings
are suggested for students that want to explore the topic in greater depth.
References are arranged by session. Readings indicated by an (**) are

recommended for purchase.
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I. Unemployment

A, Causes of Unemployment

Kalachek, Edward D., Labor Markets and Une.mployment, Wadsworth series
in Labor Economics and Industrial Relations. Belmont, California:
Wadsworth Publishing Co., 1973.

* Levitan, Mangum and Marshall, Human Resources and Labor Markets, New
York: Harper and Row, 1972, pp. 30-43,

“"Structural and Deficient Demand Unemployment Reconsidered" in Employ-
ment Policy and the Labor Market, A.M. Ross, (ed.), Berkeley: University
of California Press, 1965.

B. Patterns of Worker Job Search

Adams, Leonard P. and Robert L. Aronson, Workers and Industriél Change,
(Ithica: Cornell, 1957) ‘

Ferman, L.A., Death of a Newspaper: The Story of the Detroit Times,
Kalamazoon, Michigan: Upjohn Institute, 1963.

Holt, Charles, et. al., Manpower Programs to Reduce Inflation and
Unemployment: Manpower Lyrics for Macro Music, (Washington: The
Urban Institute, 1971)

* Rees, A., "Information Networks in Labor Markets," American Economic
Review Supplement, May, 1966, pp. 559-566, 598-600 (Comment by Shister).

Rees, A. and G.P. Schultz, Workers and Wages in an Urban Labor Market,
Chicago: University of Chicago Press.

Sheppard, H.L. and A.H. Belitsky, Job Hunt, Johns Hopkins Press, 1966.

Stern, James, "Counsequences of Plant Closures," Journal of Human
Resources, Winter, 1972, pp. 3-25.

stigler, George P., "Information in the Labor Market," Journal of
Political Economy, Vol. 70, (1962), pp. 94-105.

Ullman, Lloya, (ed.), '"Manpower Policies to Reduce Inflation and
Unemployment ," Manpower Programs in *h2 Policy-Mix, Baltimore: Johns
Hopkins University Press (1973)

**% U, S, Department of Labor, Bureau of Labor Stratistics,.
"Jobseeking Methods Used By Unemployed Workers' Special Laborx
Force Report 150

C. Employment Problems of Special Groups 60

Bain, Trevor, Labor Market Experience of Fngineers During Periods of
IERJ!:« Changing Demand, Manpower Research Monograph No. 35, (Washington: G.P.0.,
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C. Employment Problems of Special Groups (Cont.)

Cain, G., R. Freeman and W.C. Hansen, Labor Market Analysis of

Engineers and Technical Workers, Baltimore: Johns Hopkins University
Press.

Friedlander, Stanley L., Unemployment in the Urban Core, (New York:
Praeger Publishers, 1972). '

Kalachek, Edward, The Youth Labor Market, Ann Arbor: Imstitute of
Labor and Industrial Relations, 1973.

Parnes, Herbert and A. Kohen, "Occupational Information and Labor

Market Statue: The Case of Young Men," The Journal of Human Resources,
Vol. X, No. 1, Winter, 1975.

Sobel, I. and H., Folk, "Labor Market Adjustments by Unemployed Older
Workers," Employment Policy and the Labor Market, Arthur M. Ross, (ed.),
1965, pp. 333-357.

U.S. Council of Economic Advisors. "The Economic Role of Women,"
Economic Report of the President, Washington: 1973.

D. Measures of Unemployment

*“Conceptual, Methodological and Pract?:.al Differences Between Labor
Force and Work Force Estimates of Employment and Unemployment,"
Review of Labor and Economic Conditions, Fourth Quarter, 1974,
Minnesota Department of Employment Services, pp. 16-21.

AMichigan Manpower Review, Michigan Employment Security Commissionm,
selected Tecent issues.

Moore, Geaffrey K., How Full is Full Employment? And Other Essays
on Interpreting the Unemployment Statistics, Domestic Affairs Series.
Washington: American Enterprise Institute for Public Policy Research,
1973.

#U.S. Bureau of Labor Statistics, Employment and Earnings, selected
issues, skim.

%U.S. Bureau of Labor Statistics, Handbook of Labor Statistices, 1975,
skin.

*U.S. Bureau of Labor Statistics, How the Government Measures Unemplgymenf,
B.L.S. Report No. 418, 1973.

%x*U.S. Bureau of Labor Statistics, Major Programs 1975, Bureau of Labor
Statistics, Washington, 1975. (free)

*y.S. Manpower Administration, Area Trends, selected issues, skim.
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p. Measures of Unemployment (Cont.)

U.S. Manpower Administration, Manpower Report of the President, 1975,
skim.

Wetzel, J.R. and M. Ziegler, '"Measuring Unemployment in States and
Local Areas;'" Monthly Labor Review, June, 1974.

11, Programs to Deal with Unemployment

* cassell, Frank, The Public Employment Service: Organization in Change,
Ann Arbor: Institute of Labor and Industrial Relations, 1968.

Go-don, Margaret S. and Margaret Thal-Larsen, Employer Policies in
a Changing Labor Market, Institute of Industrial Re ations, University
of California, Berkeley, July, 1969.

" Holt, Charles, "The Potential of the Employment Service on the Economny,"
Working paper 350-359, The Urtan Iustitute, October, 1973.

* Johnson, Miriam, Counter Point the Changing Employment Service, Salt
Lake City: Olymics Publishing Co.

Levitan, Mangum and Marshall, Human Resources and Labor Markets, New
York: Harper, 1972, PP 360~374.

Mayall, Donald, John Mitchell and David Roberts, An Employment Service
Research and Development Strategy, Center for Applied Manpower Research,
March, 1975, report to the Manpower Administration.

Report of the National Employers' Committee for Improvement of the State
Employment Services, July, 1972.

Thal-Larsen, Margaret, Placement and Counseling in a Changing Labor
Market: Public and Private Employment Agencies and Schools, Institute
of Industrial Relations, University of California, Berkeley, 1970.

Ullman, Joseph and George P. Haber, The Local Job Bank Program, Lexington,
Massachusets: D. C. Heath and Company, 1972.

B. Public Service Employment

Ed. by Cartner, Nixon and Riesman, Public Service Employment, New York,
Praeger, 1973.

% Levitan, Sar A. and Robert Taggart, Emergency Employment Act, Salt Lake
City: Olympus Publishing Co., 1974.
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B. Public Service Employment (Cont.)

Sheppard, Harrison and Spring, The Political Economy of Public Service
Empléyment, Lexington, Massahcusets: Lexington Books, 1972,

vU.S. Subcommittee on Fiscal Policy, Joint Economic Committee studies
in public welfare, Public Employment and Wage Subgidies, 1974.

C. Screening and Licensing

Diamond, Daniel E. and Hrach Bedrosian, Industry Hiring Requirements
and fhe ‘Employment 6f Disadvantaged Giroups, (Neéw York: 'New York
University School of Commerce, 1970).

Hiestand, Dale L., Disérimination in Employment, (Ann Arbor: Institute
of Labor and Industrial Relations, The University of Michigan-Wayne
State University, February, 1970).

Miller, Herbert S., The Closed Door, Institute of Criminal Law and
Procedure, Georgetown University Law Center, report to the Manpower
Aduipistration, 1972. :

Shimberg, Benjamin, Barbara F. Esser and Daniel H. Kruger, Occupational
Licensing: Practices end Policies, (Washington: Public Affairs Press, .
1966) .

D. Other Programs

Freedman, Audrey, "Labor Mobility Projects for the Unemployed," Monthly
Labor Review, June, 1968, pp. 56-62,

Mason, Philip, "How to Succeed at Jobs by Really Trying," Manpower,
January, 1974, pp. 3-10.

1II. Demand for Labor

A. PFactors Affecting Demand for Labor

xDoeringer, Peter B. and Michael Piore, Internal Labor Market and
Manpower Analysis, (Lexington, D. C. Heath & Co., 1971).

Freedman, Marcla, The Process of Work Establishment, (New York: Columbia
~ University Press, 1969).
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A. Factors Affecting Demand for Labor (Cont.)

* Levitan, Mangum and Marshall, Human Resources and Labor Markets,
New York: Harper, 1972, pp. 197-227.

B. Employer Planning, Promotions and Upgrading

Berg, Ivar, Education and Job: The Great Training Robbery, (Boston:
Beacon Press, 1971).

Brecher, Charles, Upgrading Blue Collar and Service Workers,
(Baltimore: The Johns Hopkins Press, 1972),

Doeringer, Peter B. and Michael Piore, Internal Labor Market and
Manpower Analysis, {Lexington, D. C. Heath & Co., 1971).

Granick, Leonard P.R., Lee E. Jacobson and Robert B. Greaux,
Alpha, (New Brunswick, New Careers Systems Institute, Inc., 1973).

*Levitan, Mangum and Marshall, Human Rescurces and Labor Markets,
New York: Harper, 1972, pp. 228-247.

New Careers Systems Institute, Development and Study of Upgrade Models
in Private Industry: TFour Case Studies, report to the Manpower
Administration.

Oak Ridge Associated Universities, Upgrading in an Industrial Setting,
report to the U.S. Department of Labor.

Ornati, Oscar, Minority Mobility Project, Humanic Designs'Cotporation
final report, 1973.

C. Strategies for Employer Contact

*Gordon, M.S. and M. Thal~Larsen, Employer Policies in a Changing
Labor Market, Institute of Industrial Relations, University of
California, Berkeley, 1969. '

Guidelines for Installing and Maintaining an Effective Employer
Services Prcgram Locally, National Technical Inforxmation Service
PB 220166.

D. Measures of Labor Demand

Moser, C.. Labor Marketr Iaformation in Pural Arcas, nroccedings
of a conference sponsored by the Center for Rural Manpower and
Public Affairs, Michigan State Uaiversity, 1972.
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D, Messures of Labor Demand (Cont.)

** Moser, C., Manpower Planning for Jobs in. Rural Averica, proceedings
of a conference sponsored by the Center fot Rutal Manpowet and
Public Affairs, Decembet, 1972.

ser, Collette, (ed.), Labor Maxket Information in_a Rural Afea,

Centet for Rural Manpowet eid Public Affairs; Michige: State
University, East Lansing, Michigan, February, 1972,

National Bureau of Econofiic Research, Measuietent and Interpretation
f Job Vacdndéles, New York, 1966. , -

Schillet, Bradley, "Want Ads and Jobs for the Poor," Manpower,
January, 1974.

U.S. Depaftment of Comnerce; The U.§. Indust¥ial Quticok, 1975.

Walsh, John and Miriam Johnson; "Want Ads and the Job Market,”
Manpower, October, 1974, pp. 15-24.

IV. Labor Supply

A. Factors Affecting Labor Su

Bell, Duran, "Why Participation Rates of Black aid White Wives Differ,"
Journal of Humah Résoufcés, Fall, 1974, pp. 465=479.

Bérkowitz, Monroe and W, Johnson, "Health and Labor Forée Partici-~
pation,” Journal of Human Resources, pps 117-128.

Bowen; W.G. and T.As« Finegan, The .Economics of Labor Force Parti-~
cipation, Princeton, Jew Jersey: -Princeton University Press, 1969.

Cain, G.C., Married Women in the Labor Force: An_ Economile. Analysis,
Chicago: University of Chicago Press, 1966, '

.*Cohen, M.S., R. Lerman and S. Rea, A MICRO Model of Labor Supply,
U.S, Bureau of Labor Statistics, BLS Staff Paper 4, 1970.

Levitan, Mangum and Marshall, Human Resources anid Labor_ Markets,
New York: Harper, 1972, pp. 23-29. :

Mincer, Jacob, "Labor Force Participation of Married Worien," in
Aspects of Labor Economics, National Bureau of Econordc Research
Specisl Confercnce Series No. 1l4. Princeton, New Jersey: FPrinceton
University Press, 1962, pp. 62-105.

* Parnes, Hetbert S., "Labor Force Participation and V.abor Mobility,"
A Review of industrial Relations Reszarch, radison, Wisconsin: LRRA,
1970, pp. 1-33.
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A. Factors Affecting Labor Supply (Cont.)

xRees, A., "An Overview of the Labor-Supply Results," Journal of
Human Resources, Spring, 1974, pp. 158~180. Other articles in
the volume may also be of interest.

Sweet, James, Women in the Labor Torce, New York: Academic Press,
1973.

U.S. Congress, Joint Economic Committee, Subcommittee on Fiscal
Policy, Public Welfare and Work Incentives: Theory and Practice.
Studies in public welfare, Paper No. 14, Washington: U.S. Government
Printing Office, 1974 and How Income Supplements Can Affect Work
Behavior, Paper No. 13, 1974.

B. Supply of Special Occupation Groups

Gordon, M.S., ed., Higher Education _and the Labor Market, New
York: McGraw Hill, 1974.

Schweitzer, Stuart 0., "Occupational Choice, High School Graduation
and Investment in Human Capital " Journal of Human Resources,
Summer, 1971.

C. Measures of Supply

Levitan, Mangum and Marshall, Human Resources and Labor Markets,
New York: Harper, 1972, pp. 70-75,

%% Moser, C., Labor Market Information in Rural Areas, proceedings of
a conference sponsored by the Center for Rural Manpower and
Public Affairs, Michigan State University, 1972.

Moser, C., Manpower Planning for Jobs in Rural America, proceedings

of a conference sponsored by the Center for Rural Manpower and
Public Affairs, December, 1973.

Moser, Collette, (ed.), Labor Market Information in a Rural Area,
Center for Rural Manpower and Public Affairs, Michigan State
University, East Lansing, Michigan, February, 1972.

*%|J,S, Bureau of Labor Statistics, Occupational Supply: Concepts and
Sources of Data for Manpower Analysis, BLS Bulletin 1816.

U.S. Manpower Adnministration, Guide to:Local Occupational Information,
1975.
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D. Labor Mobility

Bain, Trevor, Labor Marketr Experience of E_g:neers Duxing,?eriods
of. Changing Demand, Manpower Research Momograph No. 35,
~ (Washingtonz G.P.0., 1974).

Pairchild, Charles K., Worker Relocation: A Review of U.S. Department
of Lahot Mopility Demonstration Projects, E. F. Shelley and Company,
Teport to Manpower Administration, 1970.

Moser, Ci, Labor Market Inforwation in Rural Areas, proceedings of
a conference sponsored by the Center for Rural Hah’pwer and Publit
Affairs, Michigan State University, 1972.

Lansing, John B. and Mueller Evo, The Gqu;;phic'Mbbilicy of Labhor,
Ingtitute for Social Researth, 1967.

*Levitan, Mangum and Marshall, Human Resourr-s and Labor Markets,
New York: Harper, 1972, pp. 9-22.

Mangum, Garth L., Relocation Assistance Under the New Manpower

Legisiation, Human Resources Institute, University of Utah, report
to the Manpower Administtation, 1974.

Hissiasippi Labor Mobility Project STAR, Inc.,.xalaéating,the Unemployed'
Dimensions of Success, September, 1973, Relocating Assistarce Delivery

Techniques, September, 1973, Relocating the Unemployed: Evaluation

and PoXicy Implications for a National Program.

Moser, Collette, (ed.), Labor Market Information in a Rural Area,
Center for Rural Manpower and Public Affairs, Michigan State Univer-
sity, East Lansing, Michigan, February, 1972,

Parmes, H. and R. Spitz, "A Conceptual Framework for Studying Labor
Mobility," Monthly Labor Review, November 1969, pp. 55+58.

% Parnes, Herbert S., "Labor Force and Labor Markets," in A Review of
Industrial Relations. Research, Vol. I, Madison: Industrial Relations
Research Association, 1970, pp. 34—66.

% Somers, Gerald G., Labor Mobility: An Evalua;ibniof Pilot Projects
in Michigan and Wisconsin, Industrial Relacions Research Institute,
University of Wisconsin, Madison, 1972.

TenPas, Cilla Reesman, Answering the Mobility Imporative, Northern
Michigan University Skill Center, Marquette, Michigan, February, 1974.

V. Forecasting

xAmerican Statistical Association; proceecings of the Social Statistics
Section, 1974, Session I "Manpower Forecasting".
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V. Forecasting (Cont.)

Bain, Trevor, Labor Market Experience of Engineers During Periods
of Changing Demand, Manpower Research Monograph No. 35,
(Washington: G.P.0., 1974).

*#*Blaug, M., Economics of Education 1, Penguin paperback, Part 4.

Klarman, Herbert, "Economic Aspects of Projecting Requirements for
Health Manpower," Journal of Human Resources, Summer, 1969, Vol. iV,
No. 3, 1969, pp. 360-376.

* Levitan, Mangum and Marshall, Human Resources and Labor Markets,
New York: Herper, 1972, pp. 77-90.

**Morton, J.E., "On Manpower Forecasting,” Methods for Manpower Analysis,
No. 2, Kalamazoo, Mickigan: W. E. Upjohn Institute, 1968.

U.S. Bureau of Labor Statistics, Occupational Manpower and Training Needs,
Revised 1974, BLS Bulletin 1824, 1974.

Vi. Poverty and Human Capital

A. Causes of Poverty

Batchelver, Alan, Economics of Poverty, Second Edition, WNew York: John
Wiley and Sons, 1971.

* Bluestone, Murphy and Stevenson, Low Wages and the Working Poor, Ann
Arbor: Institute of Labor and Industrial Relatiomns, 1974.

Gordon, David M., Theories of Poverty and Underemployment, Lexington,
Massachusets: D. C. Heath and Company, 1973, paper.

Lampman, Robert J., Ends and Means of Reducing Income Poverty,
Chicago: Markham-Rand McNally, 1971.:

Levitan, Sar A. and Robert Taggart, Employment and Earnings Inadequacy,
Baltimore: Johns Hopkins Press, 1974. ’

Ruchman, David R., The Poor, Reading, Massachusets: Addison-Wesley,
1973.

B. Human Capital

Becker, Cary S., Human Capital, Second Edition, New York: National
Bureau of Economic Research, 1975.

Berg, Iva, "Education and Training: Measuring the Payoff," Manpcwer,
Q November, 1973, pp. 7-11. 68
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B. Human Capital (Cont.)

*%Blaug, M., Economics of Education 1, Penguin paperback, Part 1.

Solomon, Lewis and P. Taubman, Does College Matter?, New York: Aca-
demic Press, 1973.

Ce Measures_of Target Groups

Mangum, Garth L, and David Snedeker, Manpower Planning for Local

Labor Markets, Salt Lake City Publishing Company, 1974.

D. Use of Computer to Determine Target Groups

% Spazcial Handout,

VII. Simulation

Cohen, Malcolm S., On_the Feasibility cf a Labor Market Information
System, Ann Arhor: Institute of Labor and Industrial Relations,
Volume 2. ‘

# Special Handout.

VIII. Cost Benefit Analysis

**Glaug, M., Economics of Education 1, Penguin papetback, Part 3.

Borus, M., (ed.), The Impact of Manpower Programs: An Evaluation,
Lexington, Massachusets: D. C. Heath and Company, 1972.

Gurderson, M., "Determinants of Individual Success in On-The-Job
Training," Journal of Human Resources, Fall, 1973, pp. 472--484.

**Hamermesh, Daniel S., "Manpower Policy apd the Economy," Morrisonm,
New Jersey: General Learning Corporation Feprint.

Mangum, Garth and Thayne Robson, (eds.), Metropolitan Impact of
Manpower Programs: A Four City Comparison, Salt Lake City,
Utah: Olympus Publishing Company, 1973.

*Mansfield, Edwin, Micro Economics Selected Readings, New York: Norton,
1971, pp. 339-367.

Perry, C,, B. Anderson, R. Rowan and H. N«rthrup, The Impact of

Government Manpower Programs, Philadeiphia: Wharton Industrial
Research Unit, 1975,
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ViII. Cost Benefit Analysis (Cont.)

Sewell, D.O., Training the Poor: A Benefit Cost—Analysis of Manpower
Programs in the U.S. Anti-Poverty Program, Kingston, Ontario:
Industrial Relations Centre, Queen's University, 1971.

%% 11,5, Subcommittee on Fiscal Policy, Studies in Public Welfare Paper 3,
"The Effectiveness of Manpower Training Programs: A Review of
Research on the Impact on the Poor," November 20, 1972.

IX. Survey Methods

* Morgan, James, Herbert Parnes and Thomas Glennan, "Three Perspectives
on Social Research," Monthly Labor Review, TFebruary, 1972.

* Morton J.E., "Handbook for Community Manpower Surveys," Methods for

Mangower Analysis, No. 5, The W. E Upjohn Institute for Employment
Research, October, 1972,

¥. Designing An Information System

* Cohen, Malcolm S., On the Feasibility of a Labor Market Informacion

... System, _Ann_Arbor: . Institute of Labor and Industrial Relations,
1974, Volumes 1 and 3.

* Lawson, Rodger, Perspectives on_the Development of a Comprehensive

Labor Market Information System for . Michigan, Kalamazoa: Upjohn
Institute.

Levine,Louis, Labor Market Information for the Local Delivery
of Manpower Services (Washington, 1972)

Mangum, Garht and David Snedeker,'The Realities of Manpower Planning,"
Manpower, August, 1974 pp. 3-7.

** Moser, Collette, Labor Market Information in Rural Areas,
Michigan State University, 1972

Sawyer,James, "Lessons for Prime Sponsors," Manpower April,1974
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X. ‘ Designing An Information System (con't)

Thal-Larsen, Margaret, Requirements and Design of a Labor Market
Information System for a Large Metropoitan Area, U.S. Department
of Commerce, National Technical Information Service, PB213744,1973

U.S8. Department of Labor, Report on Job. Search Informatiom, Job
Market Information and Manpower Data im the California Department

of Human Resources Development, San Francisco,U.S. Department of
Labor, 1972 '

* Yavitz, Buris III,Morse, Dean W., The Labor Market Information System,
New York: Praeger, 1973
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THE UNIVERSITY OF MICHIGAN

.School of Education

Education B650 William Dunifon
Theories of Administrative Organization Instructor

and Leadership

Two Credit Hours

A,

" REFERENCE MAPERIALE ™~

COURSE FOCUS

This course will expose learners to selected portions of the
relevant professional literature in organizational, adminis-
trative, and leadership ‘theory. Within the general context
of the issues, problems and opportunities which reside in the
area of manpower utilization and development the course will
provide the opportunity for learners to integrate more
theoretical knowledge with their own professional and .
practical experiences. Special attention will be given to
relating knowledge and skills to the person's current work
place.

COURSE CONTENT

Please refer to Addendum A.

No textbook will be required for this course. The instructor
will provide carefully selected journal articles at appro-
priate points in the course. 1In those cases when generic
books and articles are not available for class distribution,
learners will have access to them at the reserve desk of the
Graduate Library. The instructor will also make periodic
suggestions regarding materials an individual learner may
wish to purchase for his/her own personal library.

Please refer to Addendum B for a general reference list for
this course.

COURSE PROCEDURES

Please refer to Addendum C for a statement of course procedures,
expectations and a projected class schedule.

EVALUATION

Please refer to Addendum D for an outline of the evaluative
criteria to be applied for this course.
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Education B650 63

Theories of ‘Administrative Organization
and Lsadership

William Dunifon, Instructor

ADDENDUM A

Outline of Course Content

AREA I ~ Theories of Organization

Learners will review a representative spectrum cf the several
theories of organization with special attention to:

A. Formal and.Informai Structures

- B. . Various Formal and Informal Communications Networks
and Patterns in Organizations

c. Orge&i..zational and Group Cohesiveness

D. Organizacional Norms vs. Personal and Interpersonal
Goals

E. Planned Organizational and Group Chaﬂge
1. From the organization‘'s perspective

2. From the learner's perspective

- Pa— _Specifi‘c“'lelgetenci‘el‘“” e e e et 1=+ 01 oot i e i s . % 8 i e A 20 5 et 8 et £t i et 5 < 1 A S L e e e et et

l. Learners will be able to analyze, assess, and diagnose groups
and oOrganizations providing (where needed) prescriptive
strategies for indicated change.

2. Learners will be able to apply knowledge and skills to
their own work setting.

3. Learners will be able to generalize learnings to other
work places with which they have no current involvement.

AREA II - Theories of Administration
Learners will examine several selected theories of administrative
practice in light of their knowledge and understanding of groups
and organizations. Special attention will be given to the
following areas as they relate to administrative practice:

A. Differences Between Administrative, Management and
Leadership Functions

B. The Role of Planning in Administratiocn and Leadcrship ‘

73




Education B650 64
Theories of Administrative Organization

' and Leadership
William Dunifon, Instructor
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AREA II (continued)
C. Financial Management in Administration and Leadership
D. Personnel Functions in Administration
l. Staffing Requirements

2. Employee Evaluation

E. Staff Development and Tiaining Roles of Administrators
and Organizational Leaders

Specific Competencies

1. Learners will be able to distinguish between administrative
and management functions in terms of their own work place,
group, and organization.

2. Learners will be able to engage in short,'medium} and long-~

term planning within the context of their own organizational
. situation.

3. .Learners will be able to use one_or more firancial ... ..
~ 'management systems which are congruent with the planning
approach taken in #2 above.

4. Learners will be able tc assess and evaluate the staffing
requirements for their own organization, as well as assess
and critique the employee evaluation procedures currently
practiced there.

5. Learners will be able to design ongoing staff develop-
ment and training systems which will relate directly to
#2, #3, and #4, above.

AREA III - Theories of Leadership
Learners will review selected representative theories of
leadership within the context of their understandings of
organizational issues and administrative r ractice. Particula+
attention will be devoted to:

A. Further Distinction Between Leadership, Management,
and Administration

. B. A Selected Range of Leadership Styles
C. Criteria Which Help Determine Appropriate Leadership
Style for the Individual, Organization, and Tasks of
the Organization ‘
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AREA IXIX (continued)
sSpecific Competéricies

i. Learners will be able to draw the distinction between
leadership, managenerit, and adninidt¥avien in the context
of their GWn exper idlice and durrent work plade.

2. Ledrners wiil be awdire of the bre&dth of Leadershlp styles,
as well &8 the differences aony EHém.

3. Learners will be aware of tlie 1eadership5ﬂty1e which they
most often exhiibid.

4. Learviers will be& more award of the Yraasons £ér their own
iaadaféhip style.

5. Learnérd will bBe able to ude & set of criteria which will
agsist theni in selecting an &ppropriate and productive
leadership style in situations with which they have contact.
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ADDENDUM B

Reference List

Argyris, cC., Interpersonal Competence and Organizational
Effectiveness. New York: Irwin-Dorsey, 1962.

Bales, R.F., "The Equilibrium Problem in Small Groups," in
Parsons, Bales, and Shills (eds.), Working Papers in the
Theory gg Action. New York: The Free Press, 1933.

Bennett, Thomas R., The Leader and the Process of Change. New
York: Association Press, 1962.

Beénnis, W.B., Benne, X.D., and Chin, R. (eds.), The Plannlng of
Change: Readings in the Applied Behavioral Sciences. New
York: Holt, Rinehart, and wWinston, 1961.

Blake, R.R., and Mouton, J.S., The Managerial Grid. Houston:
D The Gulf Publishing Company, 1964.

cartwrignt, Dorwin and Zander, Alvin, rouE Dynamics Research and
e Theorz ..New_York: Harper.and-Row.- Publishers, -1969. - — e

peutsch, M., "Field Theory in Social Psychology," The Handbook of
Soc;al Psychology. Feading, Mass: Addison-Wesley, 1968.

Galbraith, Jay R., Designing Complex Organizations. Reading,
Mass: addison-Wesley, 1973.

Getzels, J., "Administration as a Social Process," in Halpin,
A.W, (ed ), Administrative Theory in Education. Chicago:
University ¢f Chicago Press, 1958.

Halpln, A.W., Theory and Research in Administration. New York:
The MacMillan Company, 196f¢.

Holilander, E.P., Leaders, Groups, and Influence. New York:
Oxford University Press, 1964.

Jactobs, A. and Spradlin, © ‘eds.), The Group as Agent of Change.
New York: Behavioral -ublications, 1973

céhnings, Eugene, Anatomy of Leadership. New York: Harper and
;' Brothers, 1960. .

Katz, R.L., "Skills of an Effective Administrator," Harvard
Business Review, January-February, 1955.
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Lawlew, E.E., Motivation in Work Organxzatxons. Monterey:
Brooks-Cole, 1973

prpitt. R., watson, J., and Westley, G., The Dynamlcs of Planned
hang : 'A Comparative Study of Principles and Technlques.
New York: Harcourt, Brace, “and Wor;d, Ing., 1958.

McGregor, Douglass, The Human Side of Enterprlse. New York:
McGraw-Hill, Inc¢., 1960.

Maslow, A.Hl. Eu v__-chian Magagement. New York: I‘;,"w_i_n-oorsey, 1965.

Presthus, Robert, The O ganizational Schety. New York: Random
House, 1965,

Reddin, W.J., Managerial Effectlveness. New Yorki McGraw Hill
Book Ceompany, 197Q . o :

Roeber, Richard J.C., The Orgjanization in a Chang g Environment.
Reading, Mass: Addison-Wosley, 1973,

Rogers, E., Diffusion of Innovat;ens. -New York: The Free Press,
1962. : . ,

_Sergiovanni, Thomas, and Stanalt, Robert. Emerging Patterns of

Sugerv1sxon. “New Yorki MCGraw-Hill, In¢., 1971,

Suthermeister, Robert 2., People and Productlvxgg. New York:
McGraw~-Hill, Inc., 1963,

Tead, Ordway, The Art of Leadership. New York: McGraw~-Hill Book
Company, ¥nc., 1968. '

Thibaut, J.W., and Kelley, H.H., The Social Psychology of Groups.
New York: John Wiley and Sons, 1959,

NOTE: These materials are provided as a general resource fou
course members. Selected journal articles will be dis-
tributed to learners during the class sessions. Additional
materials will be placed at the Reserve Desk of the Graduate
Library under the title: Education B650.
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ADDENDUM C

Course Procedures

As indicated above, this course seeks to promote the integra-
tion of theoretical and conceptual knowledge on the one hand with
prcfessional and practical experience on the other. In addition to
highly interactive in-class sessions involving learners in
discussion, ample opportunity will be provided for skill practice
as it relates to the focus of discussion.

Furthermore, learners will be expected to prov1de the follow~
ing assignments in wirting:

1. A two-dimensional diagram of their "back home" organizati. ' 's
formal and informal structor (Area I).

2. A two~dimensional diagram of their "back home" organization's
formal and informal communications network with an
' evcluation of each (Area I).

3. A medium range plan for their "back home" organization in
-~ the-area-of--their-most--immediate-responsibility--(Area—II)-—- -

4. A plan for a staff development and training program appro-
priate to their "back home" organization consistent with
competencies #2, #3, and #4 (Area II).

5. A self-assessment of their own leadership style (Area III).

6. A statement of the conditions and circumstances within
themselves, others, and the organization which promote
or suggest this leadership style (Area III).

Alongside these specific assignments, learners will be expected
to keep apace in the reading of distributed journal articles and
reserved publications as indicated by the instructor. In order
to provide hoth learner and instructor feedback, a one-hour
examination will be administered at the end of the first intensive
week of couise work (January 24, 1976).

Projected Course Schedule

D Each class session will be three hours in duration. The
intensive course experience will consist of two oncs-week periods
as indicated below. '
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Page Two o

January 20th: Introduction to Course
Formal and Informal Structure

hssignment: Diégram of "back home" organizatiun's
formal and informal structure.

January 21st: Pormal and Informal Communications
Networks :
Organizational and Group Cohesiveness
Assignment: Diagram of "back home" organization's
formal and informal communications
networi

Japuary 22nd: Organizational Norms vs. Personal
' and Interpersonal Goals

January 23rxd: ' Planned Organizational Change
Regsource Person: Profeasor Kornbluh

January 24th: Planned Organizational Change
Ore-Hour Examination

February l7th: Differences Between Administrative
and Management Functions

"Phe Role of Planning - Administration
and Leadership

Assignment: A medium range plan for "back home"
organization in the area of learners'
primary responsibility.

February 1l8th: Financial Management in Administra-
tion and Leadership
Personnel Functions in Adninistra-
tion and Leadership

Resource Ferson: Professor Bertolaet

February 19th: Staff- Development and Training
Roles of Administrators and
Organizational Leaders

Assignment: A plan for a staff development and
training program appropriate to
learners' "back home" organization.

February 20th: ' Further Distinctions Retween o
Leadership, Management, and Ad-
ministration
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Addendum C -~ Projected Course Schedule (continued)
Page Three

February 20th: Further Distinctions Between
Leadersnip, Management, and-
Administration
A Selected Range of' Leadership
Styles

Assignment: Self-agsessment of learner's own
leadership style.

A statement of the conditions and
circumstances within themselves,
others, and the organization
which promote or suggest this
leadership style. -

February 21st: Criteria Which Help Determine
(Final Session) Appropriate Leadership Style for
Individual, Organization, and
Tasks of the Organization

' : Summary Recapitulation of Course
‘ Content
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ADDENDUM D

Evaluation

Expectagions of learners are indicated in Addendem C. The
one-hour examination to be administered on January 24, 1976, will
be evaluated through uge of the letter grade of "A%, "B", ncCn,
"D", and "E". The instructor will also provide written feedback
regarding examination responses.

The one-hour examination grade will determine one-fourth of
the course grade. '

The six written aspignments indicated in Addemdum C will also
be evaluated through use of letter grades. :

Each written assignment grade will determine one-eighth of
the course grade.

This system of "weighting® the examination and written
assignment reflects the emphasis upon professiopnal and practical
application of knowledge and skills. Fully three-fourths of .
an individual's course grade will be determined by the grades in
the written assignments. These assignments call for persons to

make airect.application‘pf their knowledge and skills to "real

- .1i,fe,,’s‘ett.i.n‘ng_;... LU S —

&
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HUMAN RESOURCES PROGRAMS
{2 Credit Hours)

Developed by Louis A. Ferman

Course Focus

The course examines ' he range of human service agency alternatives
available as a response to economic disadvantagement. The course is exam-
ined from two perspectives: the needs of the client and the agency organi-
zation of the program to serve the client. The conceptual framework is from
a social work ard human service perspective. S

Course Content

1. See Addendum A for course content.
2. See Addendum B for specific competencies.

3. See Addendun C for references.

Course Procedures

1. Lectures will tie conceptual and theoritical frameworks to
research topic areas. ‘

2. Students will work through a series of practical problems
(such as client processing) in their own agency setting.

3. Students will write two brief papers on two of fifteen topics.
Students will use additional. reference material listed in Addendum C for
paper. » '

Evaluation

Students will be graded on problems and exercises. Some weighting
will be given to classroom participation. The major emphasis in grading
will be on the student's ability to apply the course materials to concrete
situations. Students are expected to satisfactorily compiete all exercises
and papers to earn a passing grade. The course will be qraded zs pass-fail.
There wili be no examinations. Students having difficulty completing assign-
ments will have an opportunity to interact with the instructor.
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ADDENDUM A
INSTRUCTIONAL CONTENT TOPICS

TOPIC
The American Experience in Manpower Policy

A. Legislative history of manpower development
for the hard-to-employ.

B. Social and economic trends and their influence
on human resource utilization.

€. Social, ESychologica1 and cuitural barriers to
full employment of the hard-to-employ.

D. The Manpower Revolution of the 1960's.
1. The nature of the problem(s).
2. New perspectives on manpower..
a. new philoscphies
b. now concepts
€. new programs

3. Humanistit and eccnomic reference points in
aralyzing the Manpower Pevolution.

4. The manpower program and agency as problem
solving tools.

‘Who Are the Har+ {o-Employ

A Aty . the hard-to-emp1oy.
1. Life st es of the hard-to-emplocy.
2, Problem files of the hard-to-employ.

3. Vvalue sy:.‘tems of the hard-to-emp]oy.

Programs and Strategies for Improving the Labor Market
and Economic Circurmstantes of the Hard-to~Employ.
A. Equal Opportunity Legis1ation.

B. Income maintenance programs.
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SESSION TOPIC
€. Planning, policy development and program imple-
mentation.
D. Management of inter-crganizational exchanges and
external relations.
V. Manpower Agency Operations: The Prerequisites

A. The interdependence of technology,-structure, skills,
intervention strateg and funding.

B. The labelling phenomenon
1. Impact on agency--client relationship
C. The routing phenomenon

1. Understanding agency operations and strategy

through routing data.

D. A typology of intervention strategies for manpower
agency operations.

1. Psychological strategies
2 brganizational strategies
3. ‘Interorganiistidnal strategies
4. Community strategies
V1. Manpower Agency Operations: The Manpower Subsystems and
-~ the Delivery of Manpower Services. '
A. Preplacement
1. Qutvreach
2. Intake
.3. Prevocational training
4. Technical training

5. Counseling
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SESSION TOPIC

B. Placement
1. Counseling
2. Job analysis and'descriptian
3. Job vacancy determination
4. Job matching
5. Job placement, job development and job creation
C. Post Placement
1. Coaching
2. Other supportive services for the client
3. Follow-up services
. 4. Supportive services for company personnel
a. executives
b. middle management

Cc. line supervisors
d. Operational workers

n
°

Interugency relations

VII. ‘The Agency Manpower Mazeway
A. The processing and labeling of clients.

B. Information proce<sing and decision-making.

VIII. Evaluating Manpower Operations.
A. Systems of evaluatica
B. The social context of evaluation

C. The measurement process and evaluation procedures
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SESSION TOPIC
IX. The Dimensions of a Locally-Based, Comprehensive Man-
: power System.
A. The inventory of community resources.

B. Integrating social services and service delivery
systems.

C. The political context.

X. Review and Integration of Course Materials

A. Individual student reports.
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ADDENDUM B

SPECIFIC COMPETENCIES

Identify major pieces of manpower legislation.
Identify client target groups of manpower agencies,
Analyze causes of job disadvantagement.

Identify artificial emplsyment barriers.

Identify major systems of supportive services.

Identify intervention strategies and technologies of service agencies.

Identify organizational agency barriers.

Analyze administration and operation of a nanpower agency.
Develop positive client labels.

Analyze {ntra-agency relationships.

Identify major agency manpower subsystems,

Analiyze inter-agency conflict

Analyze and evaluate manpowar service programs.
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ADDENDUM C
REFERENCE MATERIALS

Students have different backgrounds and interests. Readings
indicated by an (*) are basic readings that all students should read.
Other readings are suggested for students thai want to explore the topic
in greater depth. References are arranged b ~»jon. Readings indi-
cated by an (**) are recommended for purcha.
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1. The American Experience in Manpower Policy
A. Legislative History of Manpower Programs.

Ginsberg, Eli, Manpower Agenda for America, (New York: McGraw Hill
Book Company, 1968).

Mangum, G. L., "Manpower Research and Manpower Policy" in Indus-
trial Relations Research Association, Volume II, 1571, pp. 61-728.

Miller, S.M., “Cri‘ :ria for Anti-Poverty Policies: A Paradigm for
Choice® in Poverty,and Human Resources Abstracts, Vo]ume 111, No. 5,
September-October, 1968.

: Leyitan, Sar and G. L. Mangum, Making Sense From Manpower Policy,
§A1n2Ar?g£8 Institute of Labor and Induztrlal ReTations), Policy Paper
0 .

' Bakke, E. Wight, The Mission of Manpower Policy, Studies in Employ-
ment and Unemployment Series. (Washington, D.C.: Upjohn Institute for
Employment Research, 1969).

Harbison, Frederick and Charles A. Myers, Education, Manpower, and
Economic Growth, (New York: McGraw-Hill, 1969 ).

Patten, Thomas H., Manpower and the Development of Human Resources
(New York: John Wiley, 1971).

B. Social and Economic Trends

Woefbein, Seymour, *Tne Dynamics of the American Labor Force" in
Work in American Soziety, (Mew York: McGraw Hill Company, 1969).

Manpower Report to the President, (Copies on reserve at the Circu-
lation Desk of the School of Sacial Work L1brary)

1969--Introducticn. i-apters I, II and IV.
1971--Introduction, Chapters I, Il and III.
1973--Introduction..Ch#pters I and II.

- 1975--Introduction, Chapters I and I7,
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C. Social, psychological and cultural larriers

Ferman, Louis A., et.al., Negroes and Jobs, {Ann Arbor: University
of Michigan Press, 1968).

Ferman, Louis A., et.al., Poverty in America, (Ann Arbor: Univer-
sity of Michigan Press, 1965).

Marshall, Ray and Vernon Briggs, The Negro and Apirenticeship,
(Baltimore: Johns Hopkins, 1967). '

Miller, S. M. and Pamela Roby, The Future of Inequality, (New York:
Basic Books, 1970). '

Miller, Herman P., Rich Man, Poor Man, (New York: Thomas Y. Crowill,

1971).

Doeringer, Peter and Michall Peore, li._ernal Labor Markets and Man-
power Analysis, (Lexington, Mass.: Heath, 1971).

D. - The Manpower Revolution of the 1960's

**Levitan; Sar and G. L. Mangum, Federa? Training and Wor® Programs
in the Sixties, (Ann Arbor: University of Michigan Press, 1968).

1I. Who Are the Hard-to-Employ

Kreps, Juanita, Sex in the Marketplace: American Women at Work,

qoligy Studies in Employment and Welfare No. 11, (Baltimore: Johns Hopkins,
971). . |

Levitan, Sar A., and Barbara Hettrick, Big Brotner's Indian Programs--
With Reservations, (New York:McGraw-Hill, 1971).

Sorkin, Alan, "Trends in Employment and Earnings of American Indians"
in U.S. Congress, Joint Economic Committee, Toward Economic Develonment for
Native American Communities, op.cit., pp. 107-108.

Forbes, Jack D, Mexican American's: A-Handbook for Educators,

%Beg?eley: Far West Laboratory for Educational Research and Deveiopment,
570).

Marshall, Ray, The Negro and Organized Labar, (New York: dJohn Wiley,

1965).
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Becker, Gary, The rconomics of Discrimination, (Chicago: Univer-
sity of Chicago Press, T957).

Ferman, Louis A., The Nearo and Equal Employment Opportunities,
(New York: Praeger, 1965). :

I11. Programs and Strategies to Combat Economic Disadvantagement

A. Equal Opportunity Legislaticn

Heistand, Dale L., Discriminat®an in Employment, (Ann Arbor:
Institute of Labor and Industrial ﬁe?ations, 1970).

Nethan, Richard P., Jobs and Civil Ri hts: The Role of the Federal
Goverrment in Promoting Equal Opportunity in Employment.

Ferman, Louis A., The Negro and Equal Employment Opportunities,
(New York: Praeger, 1965).

Thurow, Lester C., Poverty and Discrimination, (Washington, D.C.:
Brookings Institution, 196 ).

Northrup, Herbert R., The Negro in the Tabacco Industry, (Phila-
delphia: University of Pennsylvania, 1970).
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IV. Administi:fation and Operation of the Manpower Agency

A. The Manpovier Agency: Structure and Function

Ferman, Louis A., Joh Deveiopmznt for the Hard-to-Empioy, {Ann
Arbor: Institute of Labor and Industrial Relations, 1968).

Ferman, Louis A., Agency-Company Relationships in Manpower Jpera-

tions for the Hard-to-Employ, (Ann Arbor: Institute of Labor and Industrial
Relations, 1972).

Erfurt, John C, Handbook for Manpower Operations, (Ann Arbor: In-
stitute of Labor and Industrial Relations, 1972).

. B. Administrative Organization

Vinter, R. D., "Analysis of Treatment Organizations", in Thomas,

E., ged.) Behavioral Science for Social Workers, (new York: Basic Books,
1969).

Katz, D. and R. Kahn, Social Psychology of Organizations, (New
York: John Wiley Company, 1966),}§hapter I, IT and III.

Thompson, J. D., Organizations in Action, (New York: McGraw-Hill,

1967).

Street, David, et.al., Organizations for Treatment, (New York:
Free Press, 1966).

Blau, Peter, et.al., Formal Organizations, (San Francisco: Chand-
ler, 1962).

C. and D. Program implementation and interorganizational relations

Reiner, Janet, et.al., "Client Analysis and the Planning of Public
Programs," in Journal of the American Institute of Pianners, Vol. 29,
(November, 1963) pp. 270-282.

Litwak, £. and L. Hylton, "Interorcanizational Analysis: Hypoth-
esis on Coordinating Agencies," in Administrative Science Quarterly, Vol. 6,
1962, pp. 395-420.
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Y. Mdanpower Agency Operations: Technoiogy and Structure

McEntire, D., and J. Hawort!:. "The Two Functions of Public Welfare:
Incogg Maintenance and Social Services," Social Work, 12, (January, 1967) .
pp. 22-31. '

Perrow, C., "Hospitals: Technclogy, Structure and Goals”, in March,
J. Géio(edé) Handbook of Organizations, (Chicago: Rand McNally, 1965)
PP- -966.

Thompson, J.D., Organizations ir Action, op.cit., Chapter 2.

Hage, J. and M. Afken, "Routine ‘zchnology, Sotial Structure and
Organization Goals", Admiristrative Science Quarteriy, Vol. 14, (September,
‘9 9)’ ppe 366"3765

' vinter, R. D., "The Social Structure of Service", in Thomas, E. J.,
(ed.), Behavioral Science for Social Workers, (New York: Free Press, 1967).
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VI. Manpower Agerncy Operations: The Manpower Subsystems

f.eubers, Beatrice G., Special Job Creation Programs for the Hard-to-
Employ in Western Europe, Manpower Reseaich Monograph, No. 14, (Washington:
Government Printing Office), 1970.

Stein, Bruno, On Relief: The Economics of Poverty and Welfare, (New'
York: Basic Books), 1971, Chapters 2-3.

Steiner, Gilbert, The State of Welfare, (Washington, D.C.: Brookings
Institution, 1971) Chapters 3,4,6 and 7.

Gallaway, Lowell E., Manpower Economics, (Homewood, I11inois: Irwin,
1971), Chapter 4.

Levitan, Sar and G. L. Mangum, Federal Work and Training Programs
in the Sixties, (Ann Arbor: Institute of Labor and Industrial Relations,
1968), Chapters 3,4,5 and 6. ‘

U. S. Department of Labor, Operation Breakthrough, Manpower Adminis-
tration, 1969, pp. 7-39; Glasser and Wickiant: pp. 61-119; Gordon: pp. 181-
215; Ferman: pp. 215-235.

Ferman, Louis A., Agency-Company Relations in Manpower Operations
For the Hard-to-Employ, (Ann Arbor: Institute of Labor and Industriai Rela-
tions, 1972).

VII. The Agency Manpower Mazeway

8loedorn, Jack C., Designing Social Service Systems, (Chicago: Ameri-
can Public Welfare Association, 1970), pp. 25-62. ‘

Vinter, Robert, et.al., Informaticn and Decision‘Processes in Human
Service Organizations, (Final Report to the Office of tEconomic Opportunity,
1971), Chapt~rs VI, VII, VIII and IX. T B

Ferman, Louis A., "Routing and Processing Manpower Agency Clients”,
in Poverty and Human Resource Abstracts,(Beverly Hills: Sage Publications,
1874} pp. 1-15.
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VIII. Evaluating Manpower Programs

Borus, Michael E. and William Tash, Measuring the Impact of Man-
er Programs, :Ann Arbor: The Institute of Labor and Industrial Relations)
i970,

Cain, Glen, et.al., “The Methodology of Evaluating Social Action
Programs®, in Public-Private Manpower Policies, (Madison, Wisconsin, IRRA,
1970, pp. 5-33).

Deniston, L., et.al., "Evaluation oé Program Effective-:.s" in
Public Health Reports, Volume §3, No. 4, (April, 1968), pp. 323-335.

Ferman, Louis A., “Some Perspectives on Evaluating Social Wel-
fare Programs"”, 1971 (on reserve in the School of Social Waork Library at
reserve publications desk).

Hardin, Einar, "On the Choice of Control Groups", Paper presented
at the Conference on the Evaluation of the Impact of Manpewar Programs,
Columbus, Ohio, June, 1971, 31 pp. '

Herzog, Elizabeth, "At What Points is Change to be Measured?"”,
Some Guide Lines for Evaluative Research, (Washington, D.C.: U.S. Depart-
ment of Health, Eoucation and welfare, 1959) pp. 50-71.

Levine, Abraham, "Cost Benefit Analysis and Social Welfare Pro-
gram Evaluation” in Welfare in Review, Vol. 4, (February, 1968), pp. 1-11.

Spendler, Arthur, "PPBS and Social and Rehabilitation Services”,
in Welfare in Review, Vol. 7, No. 2 (March-April, 1569).

Stromsdorfer, Ernest, “Determinants of Economic Success in Re-
training the Unemployed: The West ¥irginia Experierce,” The Journal of Human
Resources, Yol. 3, No. 2. (1968), 139-152.

Weiss, Carol, Evaluation Research: Methods for Assessing Program
Effectiveness (Preniice-Hall, 1972).

IX. Dimensions of Locally-Based Manpower Systems

Ferman, Louis A., "The'Full Service' Manpower Agency", 1971, (Un-
published paper; to be distributed). :

Hasenfeld, Y., Manpower Placement: Service Delivery for the Hard-
to-Employ, (Ann Arbor: Institute of Labor and Industrial Relations, 1973).
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THE UNIVERSITY OF MICHIGAN
School of Edu(;tion

EZducation J607 Juliet Miller
Environmertal Information Instructor
Two Credit Hours

. COURSE FOCUS

This course is designed to facilitate the development of skills
whi: % will erable the learners to translate current theories of
carecr development into viable career guidance programs. Broad
goals of the course include: (1) knowledge of carear development
theories; (2) ability to translate those theories into specific
program goals based on client needs; (3) ability tc design a career
guidance program to meet these goals using a variety of guidance
strategies; and (4) ability to implement, evaluate and renew the
career guidance program. Special emphasis will be given to pro-
viding information relevant to the older youth and adult populiaticn
and to a variety of organizational settings. The final outcome

of the course is an increase in the learners ability to design

and implement career <uidance programs fer their current work
setting.

B. COURSE CONTENT
Please ref~r =.s Addendum A.
C. REFERENCE MATERIALS

There will be three mjor required resources for this course.
First, each learner will be required to purchase the Houghton
Mifflin Guidance Monograph Series IV: Career Information and
Development edited by Shelly Stone and Bruce Shertzer. Tix
set consists of eight monographs including:

"Theories of Occupational Checice and Vocational Development" - Zaccaria

"Psychological Influences on Vocaticnal Development"” - Zytowski

"Students' Vocational Choices: A Review and Critique"” - Brown

"College Inforwstion end Guidance" - Barre :

"Occupational Information and Guidance" - Sinick

"The Thecry/Practice of Communicating Educational and Occupational
Information" - Martin '

"Decision-Meking and Vocational Development" - Herr

"Innovations in the Use of Career Information" - Chick

"Influence of Sociological Factors Upon Vocational Development" - Bain

3everal of these monogranhs will form the basic required readings for

the course. The totr _ection will provide a major reference library
for the learners aft. .1e course is completed.
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C. REFERENCE MATERIALS - Con't

A second required resource will be two interest inventories: the
Self Directed Search and the Ohio Interest Inventory.

The final required resource for the course is the ERIC System. Each
learner will identify program resources by using this system. Arrange-
ments have been made to allow the learner to utilize the ERIC materials
in the ERIC Counseling and Personnel Services Information Center
focated in the School of Education.
Please refer to Addendum B for a general reference list for this course.
D. COURSE PROCEDURES
Please refer Addendum C.
E. EVALUATION

Please refer to Addendum D.
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ADDENDUM A
COURSE CONTENT

Area I - Career Development Theories

This area will focus on the introduction of career development
theories, in depth study of several of these theories and the

application of these theories to a self-study of the learner's
own career development.,

Specific learner competencies include:

A. Learne» will know the career developnent theories of Super,
Tiedeman, Roe and Holland.

B. Learner will understand personal and social fectors which
influence career development.

C. Learner will be able to define 'such terms as interests,
8rilities, achievement, work values, life style, career

patterns, career role models, and career development
stages.

D. Learner will be able to analyse his/her own career develop-
ment in light of career development theories.

Area IT - Career Guidance Program Development:  Goal Sett{@g

This area will help learners develop competencies in developing
career guidance program goals and objectives. Major concepts
presented will include needs assessment techniques and use of
needs assessment data to develop program goals and objectives.

Specific learner crmpetencies include:
A. Learner will understand various needs assessment techniques
including surveys, interviews, standardized tests, and

needs ranking procedures.

B. Learner will develop a needs assessment procedure for his/her
own work setting. '

C. Learner wiil conduct a needs assessment in his/her owm
work setting.

D. Learner will interpret the data from his/her needs assessment
and translate these data into career guidance program goals.

E. Learner will identlfy obtjcctives Tor eacn of the selected
program goals.
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Area 111 - Career Guidance Program Development: Designing Career Guidance

Programs

This area will help learners design a career guidence program to
fecilitate the clients' obtainment of program goals. Major concepts
presented include the introduction of major guidance strategies

such as counseling, assessment and testing, occupational information
systems, career informatien resources, decision-making training,

and other new guidance techniques. Also, the area will stress the
use of the ERIC System to identify guidance strategies and criteria
for selecting guidance strategles for specific guidesnce programs.

Specific learner competencles include:

A. Learner will understand the counseling process and will
Practice counseling skills such as listening, attending
and client goal setting.

B. Learner will understand basic testing principles, categories
of tests, and will take and interpret selected interest
inventories.

C. Learner will understand several occupational classification
systems and career information resources.

D. Learner will be aware of other guidance procedures such as
decision-making training, social modeling, achievement
motivation training and values clarification.

E., Learner will know how to use the ERIC System and will
search the system to identify career guldance strategies.

F. Learner will learn criteria which can be used to select career
guidance strategies for his/her own program.

G. Learner will apply these criteria to select career guidance
strategies to meet the goals established for his/her program.

Area IV - Career Guidance Program Dévelopment:* Implementing, Evaluating,
and Renewing Career Guidance Programs T

This area will focus on helping learners develop skills in implementing,
evaluating and renewing career guidance programs. Major concepts pre-

gented will include guidance staffing patterns, planned change strategies,
types of program evaluation and uses of evaluaiion data for program revision.
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Area IV - Career Guidance Program Development: Implementing, Evaluating
and Renewing Career Guidance Programs - Con't

Specific learner competencies include:

" A. Learner will know possible role definitions of various
guldance staff such as counselors, peers, community
volunteers and paraprofessionals.

B. Learner will be able to differentiate between product and
process evaluation.

C. Learner will develop skills needed to design program
evaluation for his/her own work setting.

D. Learner will be aware of basic methods of using evaluation
data to revise career guidance programs.

E. Learner will understand selected principles of planned
change.

F. Learner will know how to complete & force-field analysis

and develop program implementation strategies from that
analysis.
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ADDENDUM B
REFERENCE LIST

Note: These references utilize the APGA preferred bibliographic style.
FD numbers indicate that the reference is tvailable through the
Educational Resource Information Center (ERIC). Any library
which has a standing collection of ERIC materials will have
these resources. They will be on reserve at the FRIC Counseling
and Personnel Services Information Center located in the
School of Education.

Adkins, W.R. Life skills: structured counseling for the disadvantaged.
Personnel and Guidance Journal, 1970, 49, 108-116.

Alschuler, A. How to develop achievement motivation: a course manusl
for teachers. Cambridge, Mass: Achievement Motivation Development
Project, 1969. (ED 07k 239)

American Personnel and Guidance Association. Personnel and Guidance
Journal. Special issue on career development, 1975, 53(9).

Bertcher, H. Role modeling and role playing: a manual for vecabtional
development and employment agencles. Ann Arbor: Manpower Science
Services, Imc., 1971. (ED 053 350)

Bobbitt, F. and Letwin, L. Techniques for teaching disadvantaged youth in
vocational education. East Lansing, Mich: Michigan State University,
1971. (ED 061 L53)

Boocock, S.S. The life career game. Personnel and Guidance Journal,
1967, L6(h), 328. -

Budke, W.E. Review and synthesis of information on occupational exploration.
Columbus: Center for Vocational-Technical Education, The Ohio State
University, 1971. (ED 056 165)

Campbell, R. et. al. Career guidance: & handbook of methods. Columbus:
Charles Merrill, 1973.

Carkhuff, R. The art of problem solving. Amhurst, Mass.: Human Resources
Development Press, 1972. -

Carlscn, R. Building a psychological career awarenes model: .a field
study to evaluat: the effectiveness of achievenent motivation simulatiocn
on career development. Washington: District of Columbia Public Schools,
1972. (ED 068 T712)

College Entrance Examination Board. Deciding: a dicision-making program
for students. Princeton, N.J., 1972.
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College Entrance Examination Board. Decisions and outcomes. Princeton,
N.J., 1973.

Friel, T. The counselor guide to career decision-making skills: designed for
use with the educstional and career exploration system. Flint, Mich:
Genesee Intermedizte School District, 1972. (ED 084 432)

Gordon, E. Counseling the disadvantaged: avenues tb effectiveness.
CAPS Capsule, 1969: 2(2), 3-9. '

Hansen, L.S. Career guidance practices in school and community. Washington,
D.C. National Vocational Guidance Associstion, 1970.

Hallberg, E. (Ed.) Guidance for urban disadvantaged youth. Washington,
D.C.: American Personnel and Guidance Association, 1971.

Indiana Career Resource Center. Resources for career development. South
Bend: University of Indiana, 1971. {ED 079 621)

Jones, B. Planning, developing and field testing career guidance programs:
& manual and a report. Palo Alto, Calf: American Institutes for
Research in the Behavioral Sciences, 1972, (ED 064 663)

Jones, W.R. Finding coomunity: a guide 4o community research and action.
Palo Alto, Calf: James E. Freel and Associates, 1971. (ED 051 O3k4)

Lockett, R.E. and Davenport, L.F. Review and synthesis of research on
vocational education for the urban disadvantaged. Columbus: Center
for Vocational-Technical Education, 1971. (ED 058 391)

Miller, J. and Leonard, G. Career guidance practices for disadvantaged
youth, ‘ashington, D.C.: National Vocational Guidance Asscciation, 197L.

lieiswender, L. Maximizing your training efficiency: the application of
behavioral principles to job training. New York: Mobilization for
Youth, Inc., 1972. (ED 076 837)

Prediger, D. The vital role of testing in ceareer guidance. Paper presented
at the American Personnel and Guidance Association Convention, San
Diego, 1973. (ED 078 051)

Russell, R.D. Black perceptions of guidance. Personnel and Guidance
Journal, 1970, 48(9), 721-728.

Saskatchewan New Start, Inc. Life skills: a course in applied problem
solving. Prince Albert: 1971. (ED O49 353) -

Seiler, J. Preparing the disadvantaged for tests. Vocational Guidance
Quarterly, 1971, 19, 201-205.
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Simon, S. et. al. W@a New York: Hart Publishing Co.,
1971.

Smith, R. Fecilitatiyy Career developmeny through declsion-méking:
pilot study. Charigfton, Weat Virginla: Appalacnia Educationel
Laboratory, 1973. (@ 079 683)

Swanson, M.T. Your vqiMiteer Program; Organization and administration

of volunteer progyg®S. Ankeny, Iowa: Des Moines Area Community
college, 1970, (yp 052 41h4)

~ Vetter, L. and Sethngy» B. Wofen in the work force: development and
field testing of ogFriculul materials, Colymbus: Center for
yocational-Technicst Educablons 1972, (ED 072 17 5)

Vontress, C.E. Counsgidng piscks. PerSonnel end Guidance Journal,
1970, 48(9), T13~72%-

Vriend, T.J. High-peyf®rming inner-city gaolescents assist low-performing
peers in counseliys Eroups+ Pe¥sonfel and Guidapce Journal, 1969,
47(9), 897-90kL.

williams, R.L. Abuseg 204 pifUses in testing black children. The

counse;l.ing Psxchqlgﬁist, 1971, 2(3), 62-72.
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ADDENDUM C
COURSE PROCEDURES

Session 1: Monday, Getober 6, 1975

Instructional Topic: Area I ~ Career Development Theory
Pre-Session Learning Activity: None
In-Session Learning:

Activity Method Resource
Overview of course Lecture and None
Questions
Analysis of Learner's Simulation Career Development
career development ‘Activities

Session 2: Tuesday, October 7, 1975

Instructional Topic: Area I - Career Development Theory
Pre-Session Learning Activity: Selected references on career development.
In-Session Learning:

Activity Method Resource
Overview of career Lecture None

develapment theories

Application of career Small group Career development
development theories discussion case studies

session 3: Wednesday,October 8, 1975

Instructional Topic: Area II = Goal Setting
Pre-Session Learning Activity: Selected references on client needs.
Develop working list of needs assessment

items.
In-Session Learning:
AQE1Vitx Method Resource
Overview of needs Lecture Overhead transparencies
assessment
Participate in needs Small group data Needs Assessment
assessment ‘ . collection v Bingo Game
‘ Develop bank of needs Small group Develop item bank
gssessmpent items brainstorming for use by class
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Session 4: Thursday, October 9, 1975

Instructional Topic: Area II -~ Goal Setting
Area III - Designing Careur Guidance Programs
pre-Session Learning Activity: Develop a tentative list of goals and
objectives from sample needs assessuent

data.
In-Session Learning:
Activity Method Resource
Develop goals and small group Program Development
objectives from needs Worksheet
assessment
Assessment of Area I Examination
Overview of career Lecture Overhead transparencies

guidance strategies

Session 5: Friday, October 10, 1212

Instructional Topic: Area III - Designing Career Guidance Prograus
Pre-Session Learning Activity: Take two interest inventories.
Selected references on testing and

counseling.
In-Session Learning:
Activity Method Resource
Introduction to Lecture None
counseling

Practice counseling Role pilsy in trios vICOunseling case
skills studies

Introduction to testing Lecture
principles

" Overpnead tramsparencies

Introduction to types 'Browse through test ' Counseling Laboratory
of tests materials Test File

Back Home Assignmeuts

Conduct Needs Assessment Study
Complete Career Development Self-Study
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Session 6: Monday, November 17, 1975

Instructional Topic:

Pre-Session Learning Activity:

In-Session Learning:

Activitz

Intrepretation of interest

inventories

Introduction to occupa-

tional classification
systems

Area III - Designing Career Guidance Programs

Selected references on occupational
classification systems and career

information resources.

Method

Group test
interpretation

Las. are
Fiwer learner ldentify

occupations related to
his/her interest

Resource

Interest inventory
results

None

Occupational information
materials

profile :
Introduction to career Lecture Selected career
information resources information
Browsing through resources

materials

Session 7: Tuesday, November 18, 1975

Instructional Topic: Area III - Designing Career Guidance Programs
Pre-Session Learning Activity: Selected readings on career guidance
methods.
"How to Use ERIC" brochure.
In-Session Learning:

Activity Method Resource

Overview of career Lecture

Bibliographies and cnart
. guldance methods

of methods

Mini-Workshop in career Selected career guidance
gulidance methods materials

Introduction to ERIC Demonstration FRIC Center staff

Session 8: Wednesday, November 19, 1975

Instructional Topic: Area III - Designing Career Guidance Methods
Pre-Session Learning Activity: Develop proposal for final project.
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Session 8 - Con't

In-Session Learning:

Activity : Method Resource
Search of ¥RIC materials, Tndividusl activity #RIC Center and
career guidance resources, Counseling Laboratory

and testing materials.

Approval of final project Individual conference
with instructor

Session 9: Thursday; November 20, 1975

Instructional Topic: Area IV - Implementing, Evaluating and Renewing Career
Guidance Programs

Pre-Session Learning Activity: Selected references on staffing and evaluation.

In-Session Learning:

Activity Method Resource
Overview of staffing Lecture None
patterns

Overview of evaluation Lecture None

Review of evaluation o
instruments Small group . ‘Bvaluation item samples

Session 10: Friday, November 21, 1975

{
Instructional Topic: Area IV - Implementing, Eveluating and Renewing Career
Guldance Programs .
Pre-Session Learning Activity: Selected references on planned change.
In-Session Learning:

Activity Methed .Resource
Introduction to planned Mini-Workshop in Selected planned change
change ' planned change materials

Back Home Assignment

Complete Career Guidance Program Description
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ADDENDUM D
EVALUATION

Four major assignments will provide the baslis for course evalustion.
These are:

A. Career Development Self-Study

This assignment calls for the learner to analyse his/her career
development in light of career development theories thus exploring
his/her own career pattern and choices in light of valuves, interests,
achievements, abilities, life style, career role models, end decision
making styles.

This is a required assignment but will not be graded. It will account
for 10% of the final grade.

BE. Examination

One one-hour examination will be given on Thursday, October 9th. This
‘ exam will cover Area I - Career Development Theory.

This assignment will account for 25% of the final grade

C. lleeds Assessment Study

This assignment will call for the learner to design, administer and
interpret a needs assessment study. It will be assigned during the
first week of the course and will be due Monday, November 17th.
This assignment will account for 25% of the final grade.

D. Career Guidance Program Description

This assignment will call for the learner to design a career guidance
program to facilitate two to three of the priority goals established
by the Needs Assessment 3tudy. The Career Guidance Program Description
must contain goals and objectives, guidance strategies, evaluation,
staffing and implementation strategies. It will be due on or before
December 8th.

This assignment will account for LO% of the final grade.
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E663: SEMINAR I
Gccupational Education/Manpower Option

3 Semester Hours Credit
Developed by John T. Odbert

SEMINAR FOCUS

Seminar I will provide the participants with the oppor-
tunity to develop a comprehensive awareness and understanding
of the components of manpower pregram development. Seminar II
will focus on the actual development of manpower program com-
ponents. Seminars I and II will also infuse the competencies
from the related courses into a common core of 1) awareness,
2) understanding, and application skills. '

Seminar I will focus on the 1dent1ficatien'and,analysis
of issues and needs which influence the successful development

_ of coimprehensive manpower programs and services. This seminar

will constantly focus on the utilization and application of
problem-solving techniques with special attention toward the
following topic areas: ' : |

1. Manpower legislation: present, future and past.

2. Federal, state and local roles and responsibilities.

3. Funding resources and,guidelthes. |

4. Identification of client-centered needs.

; .

. Manpower program development.

SEMINAR CONTENT

Please refer to Addendum A.

REFERENCE MATERIALS

" No textbook will be required for this seminar. The semi-
nar leader(s) will provide carefully selected reference materials
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at appropriate points during the ser’ those cases where
books, articles, and/or referencr are pot available
for general distribution, parti: . have -access to them

at the Reserve Desk of the Grad: 2 y. The seminar lead-
er(s), and selected resource persc.. ., «:i1 also make periodic

suggestions reg:rding materials an individual participant may
wish to purchase,

Piease refer to Addendum B for a general reference list
for this seminar.

SEMINAR PROCEDURES

Please refer to Addendum C for:

1. Seminar Procedures

2. Seminar Expectations
. 3. Seminar Assignments

4. Campus Schedule

5. Field-Based Schedule

EVALUATION

Please refer to Addendum D for an outline of the evalua-
tion criteria to be applied for this seminar.
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ADDENDUM A

OUTLINE OF SEMINAR CONTENT

AREA I: AFﬂIEVEMENT MOTIVATION SEMINAR

Participants will learn the theory and applications of the
achievement motivation concept. The seminar will center around
the participants' achievement motivation; however, the ultimate
focus will be the application of theory in the daily adminis-
tration of manpower programs.

Specific Competencies:

l.' Describe the process of success identification.
2. Describe the process of strength identification.
3. Describe the process of value 1dent1fi¢§tion.

4. Deécribe the techniques of conflict manégement;
5

. Describe the elements of goal.setting},:

AREA 11: MANPOWER LEGISLATION: PRESENT, FUTURE AND PAST

Participants will review present, future and historicel
trends and issues in manpower legislation. This review will
fnclude the political, social and economic forces which re-
sulted in manpower legislation. Selected pieces of manpower
legislation will be analyzed to identify strengths, concerns,
and ultimate outcomes. Special attention will be given to
future trends in the development of manpower legislation.

Specific Competencies:

1. Describe the historical development of manpower
legislation.

2. Describe the political, social and economic forces
which influenced the current manpower legislation.
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3. Describe the strengths, concerns and outcomes
of selected pieces of manpower legislation.

4. Analyze future issues and trends in the develop-
ment of manpower le: ation. -

AREA I11: FEDERAL, STATE . _AL_ROLES AND RESPONSIBILITIES

participants will examine the roles and responsibilities
of various federal, state and local manpower agencies with

special attention toward direct relationships with the prime
sponsor. . _

Specific Competencies:

1. Describe the primary roles and responsibilities of
the various federal agencies concerned with man-
power programs.

2. Describe the primary roles and responsibilities of
the various state agencies concerned with manpower
programs.

3. Describé the primary roles and responsibilities of
the local agencies concerned with manpower programs.

L Describe the formal and informal relationships which

ex{st between the prime sponsor and various support
services and agencies. :

AREA IV: FUNDING RESOURCES AND GUIDELINES

Participants will identify potential sources of manpower
funds. Participants will examine manpower funding .guidelines
with special attention toward local applications.

Specific Competencies:

1. Ildentify manpower funding resources.

112




103

The University of Michigan DRAFT
School of Education For Discussion Only
Occupational Education Programs June 9, 1975

2. Interpret funding guidelines.

3. Apply manpower funding formula.

4. Identify innovative needs and services.

REA V: IDENT™ ‘CLIENT~CENTERED NEEL>

.Participants will identify client-centered needs with
special attention toward the identification of local priorities
and requirements.

Specific Competencies:

1. Describe recruitment functions.
2} Describe placement functions.
3. Outline client flow system(s).

4. Determine program selection priorities.

AREA V1: MANPOWER PROGRAM DEVELOPMENT

Participants will identify the cccupational and educational
components involved in the successful development of manpowar
programs. Special attention will be given toward the develzpment
of -a broad, comprehensive awareness of occupational and educa-
tfonal services and needs.

Specific Competencies:

1. Describe occupational preparation steps.

2. Describe teaching-learning strategies. '
3. Describe components of curriculum development.
4. Plan training programs.

5 Identify target job requirements.
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‘ADDENDUM B

REFERENCE LIST

Borus, Michael E., and Tash, William R. Measuring the Impact
of Manpower Programs: A Primer. (Policy Papers in
Human Resources and Industrial Relations, No. 17.) Ann
Arbor, Michigan: Institute of Labor and Industrial
Relations, The University of Michigan - Wayne State
University, November. 3970.

Butler, F. C. Handbook for Job Corps Instructional Systems
Development. Washington, D.C.: U. S. Government Printing
Office, 15867. '

Butler, F. Coit. Objectives for Occupational'Education.
Pittsburgh: American Institutes for Research, 1968.

Craig, R. L., and Bittel, L. R. (eds.). Training and Develop-
ment Handbook. New York: McGraw Hill, 1967.

Eichner, Alfred S. State Development Agencies and Employment
Expansion. (PoTicy Papers in Human Resources and In-
dustrial Relations, No. 18.) Ann Arbor, Michigan:
Institute of Labor and Industrial Relations, The Uni-
versity of Michigan - Wayne State University, November,
1970. :

Evans, Rupert N. Foundations of Vocational Education.
Columbus: Merrill, 19717.

Hasenfeld, Yeheskel. Manpower Placement Service Delivery for
the Hard-to-Employ. (Policy Papers in Human Resources
and Industrial Relations, No. 21.) Ann Arbor, Michigan:
Institute of Labor and Industrial Relations, The Uni-
versity of Michigan - Wayne State University, May, 1973.

Hiestand, Bale L. Discrimination in Employment: An Appraisal
of the Research. (Policy Papers in Human Resources and
Industrial ReTations, No. 16.) Ann Arbor, Michigan:
Institute of Labor and Industrial Relations, The Univer-
sity of Michigan - Wayne State University (A joint
publication with the National Manpower Policy Task Force,
Washingten, D.C.), February, 1970,
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Levitan, Sar A., and Mangum, Garth L.. Federal Training and
Work Programs in the Sixties. Ann Arbor, Michigan:
Institute of Labor and Industrial Relations, The Uni-
versity of Michigan - Wayne State University, 1969.

Levitan, Sar A., and Mangum, Garth L. Making Sense of
Federal Manpower Poljcy., (Policy Papers in Human
Resources and Industrial Relatieons, No, 2,) Ann Arbor,
Michigan; Institute of Labor and Indystrial Relations,
The University of Michigan - Wayne State University
(A joint publication with the National Manpower Policy
Task Force, Washington, D.C.), March, 1967.

Levitan, Sar A. Programs in Aid of the Poor for the 1970's.
(Policy Studies in Employment and Welfare, No. 1.)
Baltimore: The John Hopkins Press, 1969.

Levitan, Sar A., and Taggart, Robert. Social Experimentation
and Manpower Policy: The Rhetoric and the Reality.

olicy Studies in tmployment an eitare, .
Baltimore: The John Hopkins Press, 1971,

Mangum, Garth L., and Walsh, John. A Decade gf ManEower
Development and Training. Salt Lake City, Utah:
ympus Publishing (Company, 1973. R

Myers, Charles A. The Role of the Private Sector in Manpower
Development. T{PoTicy Studies in Employment and Welgare.
No. 16; Bal

Baltimore: The John Hopkins Press, 1971.

Nemore, Arnold L., and Mangum, Garth L. Reorienting the
Federal-State Employment Service. (Policy Papers in
- Wuman Resources and Industrial Relations, No. 8.) Ann
Arbor, Michigan: Institute of Labor and Industrial
Relations, The University of Michigan - Wayne State
University (A joint publication with the National Main-
power Policy Task Force, Washington, D.C.), May, 1568.

Ruttenberg, Stanley H., and Gutchess, Jocelyn. The Federal-
State Employwent Service: A Critique. (Policy Studies
In Employment and Welfare. No. 5.) Baltimore: The
John Hopkins Press, 1970.
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Ruttenberg, Stanely H., and Gutchess, Jocelyn. Manpower
Challenge of the 1970's: Institutions and Social
Change. (Policy Studies in Employment and Welfare,
No. g,) Baltimore: The John Hopkins Press, 1970.

Smith, Wil J. (ed.). The Poor and the Hard-Core Unemployed:
Reccommendations Tor New Approaches. Ann Arbor, Michigan:
Institute of Labor and Industrial Relations, The Unive
sity of Michigan - Wayne State University (A joipt pub-
1ication with the Office of Research and:.Development,
?ppalachian Center, Wcst Virginia University, Morgantown),

U.S. Department of Labor. Dictiona»y of Occupational Titles.
_ Washington, D.C.- U.S. Government Frin;ing Of?ice,.1965.

U.S. Department of Labor. Occupational OQutlook Handbook,
1974-75. Washington, D.C.: U.S. Government Printing
O0ffice, 1975.

Venn, Man, Education, and Work Washington, D.C.:

G. .
American Council] on kducation, 1964. :

Venn, G. Man, Education, and Manpower. washingtOn,'D.C.:'

American Association of school Administrators, 1970.

Warren, Malcolm W. Training for Results. Reading: Addison-
Wesley Publishing Company, 1969.

Wenrich, Ralph C., and Wenrich, J.W. Leadership in Adminis-
tration of Vocational and Technical Education. Columbus:
Merri11, 19/4.

NOTE: These references are provided as a general reference
for participants. Selected reference materials will
be distributed at appropriate points during the
seminar. Materials not available for general dis-
s={bution will be placed at the Reserve Desk of the
graduate Library under the title: Education E-663/
seminar I.
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ADDENDUM ¢
SEMINAR.pROCEDURES

1_~ SEMINAR PROCEDURES

W

A. Campus-Bag2d Seminar (30 contact hours)
1,

“nproyf“.zely elghteen hoyrs of seminar time will be
uti1i764 to ProVide intensive instruction, A variety
of regQlUrce Persons will be used to provide specialized
Cqﬂteﬁt Qnd inStFUction.

2. Approyimately twelve pours of seminar time will be uti-
tizeq for interaction and discussion among the partici-
Pants, Pesource Person(s), and seminar leader(s).

3. Some g48Mipar time wily pe ytiljzed for 1) evaluation,
2} agy@hced Organjzing, 3) project development, and
4) digSemination of information.

4. Some ﬂ9h~sem1nar time wil] pe required for completion
of ags¥gnments and sejected readings.

B. Fjeld.‘asgd Mini-SeMinars (15 contact hours)

1. Approginately fouw mipj-seminars will be provided for
' each Varticipant on a regional basis. -
1L - SEMINAR EXPECTATIONS

A. Each partj€ipant is prected‘tb attend dnd actively parti-
cipate ip Al1 campus and fielg-based seminmars,

B. Each parp4Cipant is expected to complete asstgned activ-
ities anq Teagin9s by the dates specified. '

€. Eack pagtacipgnt is expeqted to take a final examination
~and. compigte ; seminar evajuation form at the last meeting.
111 - SEMINAR ASSIGNMENTS
A. Participypts will be redquired to complete all required
assignmen45, in Writing, py the dates specified.
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B. Participants will be reauii-d . ¢Ylow the wre

guidelines which will ve pru. ded for each assignment.

1V - CAMPUS SEMINAR SCHEDULE

A. First Friday Evening

1. Introduction to seminar (1 hour)
2. Advanced organizing (1/2 hour)
3. Planning (1/2 hour)

B. First Saturday

1. Achjevement Motivation Seminar (8 hours)

a. Two resogurce persons - both A.M.S. trainers

2. Assignment

C. ’Second Friday Evening

1. Manpower Legislation: present, future and past
{2 hours) '

a. Two resource persons: 1) one federa1 legislator,
2) one federal manpower specialist

b. Discussion/Interaction (2 hours)

D. Second Saturday

1. Roles and Responsibilities: federal, state and
local (2 hours)

a. Three resource persons: 1) one federal manpower
specfalist, 2) one state manpower specialist,
3? one local manpower specialist
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F.

A.

2. Cunding Resources and Guidelines (2 hoyrs)

a. Three resource persons: 1) one federal funding
gecia11st. 2) one state funding specialist,
3) one local funding specialist.

Third Fridax_Eveniﬂg

1. Identificat1on of_ Clienthentered Needs (2 hours)

a. Two resource persons: both client serv*ces
specialists

2. Discussion Interaction (1 hour)

3. Fina] bUSiness (1 hour)

Third Saturday

1. Manpower Program Development (2 hours )

a. Two resaurce persons: both manpower program
- planning and development specialists.

2. Discussion/Interaction (2 hours)
3. Seminar Evaluation (1/2 hour)
4. Final Examination (1 1/2 hours)

v - FIELD-BASED MINI-SEMINAR SCHEDULE
First Evening (4 contact hours)

1. Identify local roles and responsibiiiiies
a. One local resource person

2. Discussion/Interaction
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B. Second Evening (4 contact hours)

1. Identify local funding resources and guidelines.
a. One local rescurce person

2. Discussion/Interaction

C. Third Evening (4 contact hours)

1. Identify local c]ient-cenfered needs. .
a. One local resource person

2. Discussion/lnteraction

D. Fourth Evening (4 contact hours)

1. ldentify local manpower program development needs. -
a. One local resource person

2. Discussion/Interaction
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ADDENDUM D
EVALUATION

A. Assignments

1. Four performance-based assignments will be required.

2. Each assignment will provide specific evaluation
criteria and format guidelines. '

3. Each assignment will determine 15 per cent of the
final grade.

B. Final Exémination

1. The final examination will determine 20 per cent of
the final grade. '

C. Seminar Participation
1. The seminar leader(s) will determine 20 per cent of

the final grade based on the level of active parti-
cipation in the seminars. ”
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E663: SEMINAR II
Occupational Education/Manpbwer Option

2 Semester Hours Credit
Developed by John T. Odbert

SEMINAR FOCUS

This seminar will focus on the development and application
of 1) planning skills, 2) operating skills, and 3) evaluation
skills as they relate to the delivery of manpower programs and
seyrvices.

Thls semlnar will enable the participant to apply these
key skillls toward the development and implementation of:

Operational and organizational guidelines.
. Employment delivery systems.

Educatlonal delivery systems.
Occupational information systems.

. Manpower support services.

mEWwWwmMnH.

SEMINAR CONTENT

Please refer to Addendum A.

REFERENCE MATERTIALS

No textbook will be requlred for this seminar. The semi-
nar leader(s) will provide carefully selected reference materials
at appropriate points during the seminar. In those cases where
books, articles, and/or reference materials are not available
for general distribution, participants will have access to them
at the Reserve Desk of the Graduate Library. The seminar lead-
er(s), and selected resource persons, will also make periodic
suggestions regarding materials an individual particlipant may
wish to purchase.

Please refer to Addendum B for a general reference list
for thls seminar. :
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2. Develop comprehensive manpower program plans.
3. Identify program evaluation criteria,

4. pevelop, monitor, and evaluateé fiscal information.

AREA;;II:,AEMPLOYMENT DELIVERY SYSTEMS

Participan®s will explore various employment dellvery
systems with special attentlon toward the developmert of local
employment delivery systems.

Specific Competenciles:

1. Develcp subsidized and public service employment
options.

2. Deseribe employment requirements and outcomes.

3. Dev:1lop experimental and/or demonstration employment
programs.

4, Utilize Job restructuring and Job development tech~
niques.

5. Identify employment expectations of employers and
employees.

AREA IV: EDUCATIONAL DELIVERY SYSTEMS

Participants will explore various educational delivery '
systems with speclal attention toward the development of local
educational dellvery systems.

Specific Competencies:

1. Develop institutional tralning plans, contracts, and
agreements.

2. Develop educatlonal counseling, assessment, testing,
and placement procedures
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3. Write educatlional goal statements and performanze
objectives.

4. TIdentify the psychomotor, cognitive, and affective
skill requirements of occupatilons.

5. Utilize qualitative and quantitative evaluation tech-
niques. :

6. Design experimental and/or demonstration training pro-
grams.

7. Identify educational delivery systems."i

AREA V: OCCUPATIONAL INFORMATION SYSTEMS

Participants will explore wvarious occupational information
systems with speclal attentlion toward the development of local
occupational information systems. . .

i

Specific Competencles:

1. Utiiize occupational information systems to:
a. write Job descriptions
b. determine wage and salary characteristics
¢c. 1dentify the occupational outlook
d. 1dentify occupational requirements

2. Describe occupational clusters, career ladders-lattices,
and job classification systems.

3. Evaluate occupational information resources.

AREA VI: MANPOWER SUPPORT SERVICES

Particlpants will explore a variety of manpower support
needs with special attention toward the development of local
manpower support services.

Specific Competencles:

1. 'Develop recrultment and orientation procedures. .
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2. Develcp intake, referral, and routing procedures.
3. Develop inter-agency communication procedures.

4, Provide comprehensive counselling services.
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ADDENDUM A

OUTLINE OF SEMINAR CONTENT

AREA I: MANAGEMENT BY OBJECTIVES (M.B.O.)

Particlpants wlll learn the general principles and tech-
niques of management by obJectives with speclal attention
toward immedlate applications in thelr work setting.

Specific Competencies:

1. Utilize management by objectives (MBO) techniques
to: ' .

a. plan local programs

b. operate local programs

c. evaluate local programs
2. Develop organizational performance criteria
3. Clarify personal goals and values

4, Develop human relation skills and techniques

AREA II: OPERATIONAL AND ORGANIZATIONAL GUIDELINES

Participants will review federal and state guildelines with
speclal attention toward the development of local manpower
guidelines.

Specific Competencles:

1. Develop guldelines for:

administrative operations
technical asslistance

program activitles and services
organlization and staffing

fiscal activitiles

management information

program asseasment and evaluation
manpower planning counecill

T 0 Q0 0P
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SEMINAR_PROCEDURES

Please refer to Addendum C for:

l. Seminar Procedures

. Seminar Expectsatlons
. Seminar Assignments
» Campus Schedule

. Fleld-Based Schedule

V1= N

EVALUATION

Please refer to Addendum D for an outline of the evalua-
tion eriteria to be applied for this seminar. .
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ADDENDUM B

REFERENCE LIST

Argyris, Chris. Integrating. ‘the Individual and the Organiza-
tion. New York: John Wiley & Sons, 1964.

BenJamig, A. The Helping Interview. Boston: Houghton Mifflin,
1969. .

Bergen, G. L., and W. V. Haney. Organizational Relations and
Management Action. New York: McGraw-Hill, 1966.

Bilodeau, E. A. Acquisition of Skill. New York: Academic
Press, 1966. o

Borus, Michael E., and Tash, William R. Measuring the Impact of
Manpower Programs: A Primer. (Policy Papers in Human
Resources and Industrial Relations, No. 17.) Ann Arbor,
Michigan: 1Institute of Labor and Industrial Relations, The
University of Michligan - Wayne State University, November,
1970.

Briggs, L. J. Sequencing of Instruction in Relation to Hierar-
RS chles of Competence. Palo Alto: American Institutes for
Research, 1907.

Broadwell, M. M. The Supervisor and On-The—Job—Training. ‘Menlo
Park: Addison-Wesley, 1969.

Butler, F. C. Handbook for Job Corps Instructional Systems
Development. Washington, D.C. U.S. Government Printing
Office, 1967.

Butler, PF. Colt. Instructional Svstems Development for Voca-
tional and Technical Traininz. Englewood Cliffs: Educa-
tional Technology Publications, 1972.

Butler, F. Coit. Qh; :-=ives for Occupational Education.
Pittsburgh: &m= .can Institutes for Research, 1968.

Campbell, R. E., ev al. The Systems Approach: An Emerging Be-
havior Model or Vocational Guidance. Columbus: The Center
for Vocational amidi Technical Education, 1971.

Craig, R. L., and Bittel, L. R. (eds.). Training and Develop-
ment Handbook. New York: MecGraw Hill, 1967.

Q 128




The University of Michigan 119 DRAFT

School 2f Educatilon For Discussion "nly
Occupational Education Programs May 1, 1975

Evans, Rupert N. Foundations of Vocational Education.
Columbus: Merrill, 1971. :

Gagne, R. M. (ed.). Psychological Principles in Systems
Development. New York: Holt, Rinehart, and Winston, 1962.

Hasenfeld, Yeheskel. Manpower Placement Service Delivery for
the Hard-to-Employ. (Policy Papers in Human Resources and
Industrial Relations, No. 21.) Ann Arbor, Michigan: In-
stitute of Labor and Industrial Relations, The University
of Michigan - Wayne State University, May, 1973.

Herr, E. L., and Crammer, S. H. Vocational Guidance and Career
Development in the Schools: Toward a Systems Approach.
Boston: Houghton Mifflin, 1972. ‘ _

Hoppocké R. Occupational Information. New York: McCGraw-H111,
1963. v

Isaaeson, L. E. Career Information in Counseling and Teaching.
Boston: Allyn and Bacon, 1971.

Johnson, R. A. et al. The Theory and Management of Systems.
New York: McGraw-H11ll, 1966.

Mager, R. F. Preparing Instructional Objectives. Palo Alto,
California: Fearon, 1962. ,

Mager, Rl.l Preparing Behavioral Objectives. .Palo Alto: PFearon,
1964. '

Mager, R., and Beach, K. M. Develoging_Vocational Inst—uction.
Palo Alto: Fearon, 1967.

Mager, R. F. Goal Analysis. Belmont, California:lkFearﬂn, 1972.

Mangun, G. L. and Walsh, J. A Decade of Manpower Dev=i~—mment
and Training. Salt Lake City: Olympus, 1973.

Roe, A. The Psychology of Occupatiqns. New York: WiZey. 1956.

Rogers, C. R. Client-Centered Therapy. Boston: Houghtzon
Miffiin, 1951. ‘

Super, D. E. The Psychology of Careers. New York: Harper &
Row, 1957.
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Super, D. E., and Cites, J. 0. Appralsing Vocational Fitness.
New York: Harper, 1962.

Thorndike, R. L., and Hagen, E. 10,000 Careers. New York:
Wlley, 1959.

U.S. Department of Labor. Dictionary of Occupational Titles.
Washington, D.C.: U.S. Government Printing Office, 1965.

U.S. Department of Labor. Occupatiunal Outlook Handbook, 1974-75.
Washington, D.C.: U.S. Government Printing Office, 1975.

Venn, G. Man, Education, and Work. Washington, D.C.: American
Council on Education, 1964.

Venn, G. Man, Education, and Manpower. Washilngton, D.C.:
American Association of School Administrators, 1970.

Warren, Malcolm W. Training for Results. Reading: Addison-
Wesley Publishing Company, 1969. ’

Wenrich, Ralph C., and Wenrich, J. W. Leadershlp in Administration
of Vocatlonal and Technical Education. Columbus: Merrill,
1974,

NOTE: These refzrences are provided 2as a general reference for
participants. Sslected refersmce materlals will be dis-
tributed at apprcoriate points durlng the seminar.
Materials not available for general distribution will be
placed at the Reserve Desk of the Graduate Library under
the title: Educz=ion E-663/Seminar II.
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ADDENDUM C
SEMINAR PROCEDURES

I_- SEMINAR PROCEDURES

Campus-Based Seminar (30 contact hours)

1. Approximately eighteen hours of seminar time will be
utilized to provide intensive instruction. A variety
of resource persons will be used to provide specialized
content and instruction, . _

2. Approximately twelve hours of seminar time will be uti-
lized for interaction and discussion among the partici-
pants, resource person(s), and seminar leader(s).

3. Some seminar time will be utilized for 1) evaluation,
2) advanced organizing, 3) project development, and
4) dissemination of information.

i, Some non-seminar time will be required for completion of
assignments and selected readings.

Fle_d~Based Mini-Semina=s (15 contact hours)

l. =proximately four Tini-seminars will be nrovided for
=ach prarticipant or & reglonal basis. .

I- - SEMINEX EXPECTATIONS

Ezc: parciciparnt is expected to attend and actlvely parti-
czpsve In all campus =nz fleld-based seminars.

Eacer. —=rticipant is =zp=cted to complete'assigned activities
and r==adings by the czctes specified.

Each —articipant 1s exp=cted to take a final examination and
complz=te a seminar evaluation form at the last meeting.

III - SEMINAR ASSIGNMENTS

Participants will be reguired to complete all required assign-
ments, 1n writing, by the dates specified.
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B. Particlpants will be required to follew the written gulde-

lines. which willl be provided for each assignment.

IV - CAMFUS SEMINAR SCHEDULE

First PFriday Eveniné

1. Iztroduction to seminar (1 hour)
2. Advanced organizing (1/2 hour)
3. Planning (1/2 hour)

First Saturday

1. Management by Otjectives (8 hours)

a. Two resource persons - both M.B.0O. trainers

2. Assignment

Second Friday Evening

1. Oper stional sxd Organlizational Guideline: (2 hcours)

a. Three ramurce persons: 1) one federal speclalist
2) one = =te speclalist, 3) one local specialist.

2. Discussion/Irteraction (2 hours)

Second Saturday

1. Employment Delivery Systems (2 houfs)

a. 72TwCc resource persons: both employmen:t specilalists.
2. Di=cussion, Interactior. [1 hour)
3. Edwme=zional Delivery Sostems (2 hours)

a. Three resource persons: 1) one adul: education

speclalist, 2) one vocational educat_.on specialist,
3) one placement srasclalist.
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k., Discussion/Interacction (1 hour)

5. Assignment

E. Third Friday Evening

1. 'Oqcupational Infermation Systems (2 hours)

a. 'Two resource persons: 1) one occupat-onal Iinforma-
tion speclalist, 2) one career education specialist.

2. Discussion/Interaction (1 hour)

3. Final business (1 houx)

F. Third Saturday

" 1. Manpower Support Ssrvizes (2 hours)

a. Two resource p=r-gns:. 30tz client-servi.:e speclalists.
2. Discussicn/Interacti— 2 Zosurs)
‘3. Seminar evaluatzon _’'2 hoz—)

4. PFinal examination I _/2 hcurs)

V_- FIELD-BASED MINI-SEMINAR SCHEDULE

A. Fiprst Evening (4 contact hours)

1. Planning local marpower programs and serv.ces.
a. One local r=smuurce persc:

-

2. Discussion of participants I1::al planning scrategles.

B. Second Evening (4 ecntact hours:

1. Operating local manpower progrars and services.

a. One local resource persc: ‘l
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2. Discussion of participants' local operating guidelines.

C. Third Evening (4 contact hours)

1. Evaluating local manpower programs
a. One local resource person

2. Discussion of participants' local evaluation plans.

D. Fourth Evening (4 contact hours)

1. PFuture needs assessment
a. One local resource person

2. Discussion of participants' medium and long-range plans.
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EXTERNSHIP COURSE OUTLINE

Developed by Dan Brown

COURSE _FOCUS

Tﬂe externship will be a competency-based extension of the on-
campus program. In combination with the seminar sessions, the externship
will provide a_planned, individually prescribed program of educational
fieid experiences. Externship experiences will be selected with the .
mutual agreement of the student, the participating agency, and the
University of Michigan. Primary emphasis will be placed upon satisfying

the educational needs of the individual learner.

COURSE CONTENT

1. Instructional Content (See Addendum A.)
2. List of Externship Competencies (See Addendum B.)
3. Externship Objectives
A standard set of course performance objectives will not be
developed for the externship experience. The field-based experience
will, howevér, be objectives based (competency bésed).' See section
on COURSE PROCEDURES below for description of objectives technique to
be employed.
4. Schedule
Externship-related learning activities will be scheduled as
needed into all seminar sessions. Ne specific‘iopic outliné will be
employed because of the problem—solving, competency-based nature of

the related learning activities.
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1.

Reference materials used to support externship activities will be
drawn as needed from those used to support the basic instructional
activities of the program. Should the need arise, supplementary
reference materials will be identified and assigpedd.

Consistent with the approach described.herein, no complete reference
list is availlable in advance other than those published for other
segments of this prbgram. A complete record will be maintained for
all supplementary reference materials which may be required to

support externship-related instructional activities.

COURSE PROCEDURES

1.

See Addendum A for description of conduct of individual sessions

of in-class activity related to the externship experieﬁce.

The externship experience will be a planned, mutually agreed upon

field-based learning experience employing both the standards of the

cooperating institution and a system of management by objectives (MBO).

a. Planned. Each externship placement will bé selected‘from those
available with the individual needs of a particﬁlar student in
mind. Extensive discussion between the UofM faculty recpresenta-
tive, the cooperating institution, and the student will be
undertaken to get the bast match of student needs and cooperating
institution capabilities.

b. Mutually agreed upon. Each student placement will be accompanied
by a written training agreement signed by all three parties to the
experience: student, cooperating institution, and UofM representa-

tive. The format employed will be the standard format currently
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utilized for UofM Occupational Education cooperative education

students. Such significant elements as days aﬁd_dates of
externship, identification of supervisor, place of externship,
etc., will be noted aﬁd upderStbod fy all'patties.

Field-based learning experienée. The‘externshiﬁ éXpetieﬁce is’
not tu be viewed as an oppottuﬁity’for partetﬁué embioyment or
simply the change to obéerve an éhQOng operatipn by either the
student or the cooperating ingtitution. The primary purpose

of this experience is to extend the learn:ng activities of the
studénﬁ beyond the UofM classroom experiences.

Cooperating institution's standards. fhe‘externiVill be subject
to a performance review utilizing the evaluation procedures and
instruments of the cooperating inmstitution. In addition to
vhatevei special aétivities agreed to'ﬁs‘a pﬁrttof the training
agreemént (see (b) abova) or through'specially QEVgloped MBC
(see (e) below), the student will‘bevexp;c;ed‘?é qgtty out his
externship activities and conduét him/herseif iﬂ-g manner
consistent with the eatablished standards of‘ﬁﬁe coéperating
institution.

Management by objectives. Each individual training agreement will
be supported by an individually ptepared.set of MBO agreed to by
all pgrties. This set of objectivesvis to be executed whether or
ﬁot the cooperating iﬁstitution employajunolwith its own staff.
The initial MBO are to be developed and agfeed to by all parties
within one month of placement. Monthly progress reports by the

student to both the cooperating institution and UofM are required.
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ADDENDUM A

INSTRUCTIONAL CONTENT

SESSION

1. A reasonable and édequate period of time of each total seminar
session will be devoted to handling externship-related instructional
activities and problem solving. |

2. The content and scheduling of each externship seminar session will be
Jointly developed between the UofM staff member ass;gned to the
seminar and the Externship Committee. This committee will be composed
of selected members of the student group.

3. Primary use of time designated to support*externshié-related activities
will be committed to problem solving which is of vélue as a group
experience. Individual student problems will be dealt with at times
other than the limited amount of group time available to support
externship~-related activities.

4. Instructional content designed to support activities specifically
related to the externship will receive second priority. This content
may include speakers from sponsoring institutions, case studies of
actual student externship activities, outside speakers or activities,
or other 3uch experiences specifically selected to assist the students
in the development of one or more competencies.

INSTRUCTIONAL TOPIC(S)

1. As previously indicated, instructional content specifically designed
to support externship-related activities will be mutually agreed to

by the instructor and the Externship Committee.

138




ADDENDUM A (continued) 129

2,

Particular emphasis will be placed upon instructiopal topics which
will:
a. satisfy needs of the student group in externship activities

b. develop specific competencies identified in the field and/or in

class.

PRE-SESSION LEARNING AQTIVITIES_LASSIGNMENTS)

1.

No specific text or materials will be used to suppoTt externship
activities.

Assignments, if'any, will be related to specific field-pased compe-~
tencies under development as reflected in externship objectives (gee

MBO material elsewhere in this course outline),

IN-SESSION LEARNING ACTIVITIES

The above material describes problem-solving, excernSh;p—related

nature of in-session learning activities. Each learning activity should

be supported by an identification of the competency under development,

description of the activity and method to be employeq, and gelection of

the appropriate resource(s).
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POSSIBLE
EXTERNSHIP COMPETENCIES

Utilize existing educational : Dnvelop CETA consortia.
resources.

Establish Manpower Council.
Operate area manpower research.

Request on—site technical ‘assis-~
Execute work and training tance.
policy.

Recrult client'Jobs.
Execute discrimination policy.

Develop client Job. -
Execute political activity : :

policy. Restructure client Job.
Execute criminal provision Apply CETA prioritieé.
policy. " , .
Coordinate two prime sponsor
Maintalin Labor Department area educational resources.

Relations.

Apply CETA policies.
Operate Job Corps Program. o
Coordinate prime sponsor educa-
Conduct manpower demonstration tional resources.
program.

: Process client information.
Operate manpower service.

Process program impact information
Operate public employment program.

Use intra-agency communication

bperate manpower program. techniques.

Manage manpower program. Schedule staff development
opportunities.

Coordinate Regional Training

Programs. Maintain records.

Develop required reports. - Write news releases.

Submit grant application. Provide consultation.

Prepare grant application. Chair committee meeting.

Establish comprehensive manpower Lead small group discussion.

services.
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ADDENDUM B (continued) . ’

Apply affirmative action regula- Coordinate employment services.
tions.

Coordinate subsidized employment.
Supervise employees.

Coordinate client "appeal"'ser-

Disseminate program information. vices.
Regulate client flow. : Coordinate vocational education
services. .

Advertlise program options.

Coordlnate client basic education.
Set service priorities.

Coordinate client counseling.
Implement client employment

plan. ' Coordinate client testing.
Develop client employment plan. Coordinate client coéching.
Select service operétors. ' Coordinate ciassroom training.
Select coordinating methods. Coordlnate CETA orientatilon,

Match client priority groups with Coordinate transitional public

priority employment. employment. - ‘
Develop assessment services. Coordinate client 0-J-T.

Develop intake services. Coordinate intake..

Develop outreach/recruitment Coordilnate staff outreach effort.
services.

Coordinate suppor: services.
Use CETA guldes.

Recommend program improvements.
Use referral sources; e.g.,

schools, soclal welfare offices, Recommend priority occupational
‘employment service, parole boards, training areas.

probatlon offices, churches, ser-

vice clubs, others). Plan inservice training programs.

Use Job development techniques.

Use Job ereation techniques.

Use Job solicitation techniques.

Use Jjob placement techniques.

Use Job retention techniques. .

Determine prime sponsor program
operators.
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SAMPLE MANAGEMENT BY OBJECTIVES FORMAT

(Student)

(Cooperating Institution)

Task/Objective

Bvdluation/Criteria

Routine: (those repetitive tasks which do not
require constant supervision of
student and which may be performed
on a daily or weekly basis)

Special or Problem Solving: (ome-time and/or
significant tasks which require special
supervision and effort)

(Continue on other pages as necessary)
O

(List objective criterla for successful
attainment of objective, including timelines.)

cET .
IrmIog s2aAFI2[qQOo Lq JuowmsIeuniy

(List objective criteria for successful
attaiment of objective, including timelines.)

Accepted byﬁ

Student
Cooperating
Institutien

UofM

Date

— 2 HNAaONIAJIV

-
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School of Education For Discussion Only
Occupatlonal Education Programs May 1, 1975
ADDENDUM D
EVALUATION

A. Assignments
l. PFour performance~based assignments will be required.

2. Each assignment will provide specific evaluation cri-
terla and format ‘guidelines.

3. Each assignment will determine 15 percent of <he.final
B. Final Examination
1. The final examlz=ztion will determine 20 percent of the
final grade.
C. Seminar Participation
1. The seminar leader(s) will determine 20 percent of the

final grade based on the level of active participation
in the seminars.
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The University of Michigan
School of Education

Occupational Education Programs E561

SPECIAL PROBLEMS IN OCCUPATIONAL EDUCATION
E561 - Two Semester Hours
MLP Spring 1976
Vogler/Tuma

COURSE FOC!S

An indiwidual or small grour {5 or less persons) studies employment/
training prmbiem.

COURSE FECQIREMENTS

1. Basec —pan local need, and/cr personal need, and/or personal interest,
the z==dent(s) will identifv a problem and develop a plan for addressing
the 7r=blem. (See Addendum 2 for copy of plan format.)

2. The plan will be submitted to Dan Vogler and/or Joe Tuma for approval,
and/or suggestions, and/or rejection. This must be completed by May 7,
1976.

3. The student(s) will execute approved plan.

4. The student will report orally and/or in wrltlng, problem progress by
May 28, 1976, and June 15, 1976.

5. The student will submit product(s) of study to Dan Vogler and/or Joe
Tuma no later than June 23, 1976.

EVALUATION

Dan Voglef and/or Joe Tuma will translate your performance to a grade.
The following criteria and proportion of importance will be used.

Problem Plan

Points
5 Importance - based upon rationale
5 Clarity of Intent - based upon objective
5 Completion - based upon format
5 Appearance - based upon style and errorlessness
5 Promptness - based upon a plan submitted by May ., 1976 time line
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Points

25

10
10

20
10

100

135

Plan Approval

Plan approvec as submitted - 5 points will be deducted for each
additional subm.ssion

Prqggggs Reports

5 points for each of two reports submitted
5 points for each of two reports indicating progress in accord
with task time line of plan

Final Product

Product consistent with plan
Appearance - based upon style and errorlessness

Total Points

TRANSLATION KEY -

A+ 96-100 Points B 76-81 Points

A 90-95 Points B- 70-75 Points .

A-  88-94 Points C+ 69-74 Points . . 1 Less than 63 points
B+ 82-87 Points C 63-68 Points ’
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The University of Michigan 136

School of Education
Occupational Educztion Programs 4 E561
MLP--Spring/1376

ADDENDUM &
PROBLEM PLAN FORMAT

STATEMENT OF STUDY PROBLEM

(Provide approximately 100 words describing the study problem.)

RATIONALE FOR- STUDY PROBLEM

(List + 5 reasons why this problem should be addressed.)

STUDY QUESTIONS

(List questions which must be answered in order to address the
"problem.") o

STUDY OBJECTIVES

(List probable products for answering "study questions.")

STUDY TASKS AND TIME LINE

(Provide a detailed list, including deadline dates, of the things
you must do in order to answer the "study questions.")

STUDY REPORT

(Indicate the tangible thing(s) that Dan Vogler and/or Joe Tuma
should expect on or before June 23, 13976.)

Q 1 4j7




APPENDIX C

SELECTION FORMS
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THE UNIVERSITY OF MICHIGAN

School of Education
Corner East and South University Avenues
Ann Arbor, Michigan 48104

Occupational Education Programs
Telephone: 313-764-8423

We invite you to submit from one to three nominees for
a proposed 1nservice, graduate Manpower Leadership Program.
Contingent upon funding, the preogram should begin September,
1975.

The'following conditlons should exlst for any person you
nominate: :

l. The nominee has completed a bachelor's degree.

2. The nominee is currently employed and under your
direct or contractual supervision.

3. The nominee has exhibited promise as a leader of
manpower, :

k. You would be willing to help plan and enter into
an externship for the nominee in your manpower
operation.

5. You would permit the nominee to be absent from work
to participate in approximately twenty-one work days
of intensive, on-campus instruction from September,
1975, to June, 1976.

The selected participants will be required to enroll for
twenty semester hours of graduate credit. Rigorous, concurrent
externshlp, seminars, and manpower leadershlp related courses
will be used to develop the leadership program. Exposure to
high talent Instructors and resource persons, competency-based
instructlon, and the field-based externship should provide an
optimal theory/practlice blend. The credit earned will, without
loss, be applicable toward a Master's Degree in Comprehensive
Occupatilonal Education.

Continued...
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Contingent upon funding, the tuition and related instruc-
tlonal costs to the selected partlcipants will be provided by
the Program. The selected participant should continue on
salary inh your organlzation during the program.

Enclosed please find a nomination form for your conven-
lence. Should you have questions or desire additional input
for your Prime Sponsor, I would be pPleased to assist you. My
address and phone number may be found on the letterhead. I

- will contact your nominees to invite them to apply to the

program.
Sincerely yours,
Danlel E. Vogler
Proposed Manpower
Leadership Program_
DEV/1k
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The Unlversity of Michigan
Occupational Education Programs

NOMINATIONS FOR'MANPOWER6LEADERSHIP PROGRAM
1975~-7 '

Do you have in your organization persons meetlng the conditions
described 4r paragraph two of the cover letter? If so, please list
the name(s) and address(es) of your nominee(s) below:

H Full:Name
Home Address
City — Zip Code
2. _
Full Name
Home Address
Clty - Zip Code
3.
Full Name
Home Address
City 2ip Code

Name of Person
Submitting Nomination

Position
Organlzation
Address

Please return this form immediately to:

Manpower Leadership Program
Occupational Education Programs
The School of Education :
The University of Michigan

Ann Arbor, Michigan 48104
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PROGRAM CURRICULUM OUTLINE

TERM I COURSES TERM II COURSES TERM III COURSES

(Sept.=-Dec.) (Jan.-April) . (May-June)

E518 Externship (2) E518 Externship (2) E561 Independent
Study (2)

E663 Seminar (3) E663 Seminar (2)

J607 Guidance & B650 Administration (2)

Counseling (2)

EC424 Economics (3)
SW610 Social Work (2)

9 Semester Hours : 9 Semester Hours 2 Semester Hours

TIME SCHEDULE

Fall Term
September 5 (6) Campus: Reglstration, planning
8-12 Extern Visits
15-~19 Extern Visits
22-26(27) Campus: Seminar Friday p.m., and Saturday
29-30
October 1-3
6-10 Campus: Guidance and Soclal Work Courses
13-17 Field-Based Mini-Semlnar; Extern Visits
20-24 Fleld-Based Mini~Seminar; Extern Visits
27-31(1) Campus: Seminar Friday p.m., and Saturday
November 3-7 FPleld-Based Minl-Seminar; Exterﬁ Visits
10-14 Field-Based Mini~Seminar; Extern Visits
17-21  Campus: Guldance and Soclal Work Courses
24-28 Fleld-Based Mini-Seminar; Extern Visits
December 1-5 Fleld-Based Milni-Seminar; Extern Visits

8-12(13) Campus: Seminar Friday p.m., and Saturday
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January

February

March

April

May/June

5
12-16
19~23
26~30

2-6

9-13
16-20
23-27

1-5

8~-12(13)
15-19
22-26
29-321(1)

1-2
5-9
12-16(17)

19~-23
26-30

142

TIME SCHEDULE

Winter Term

Campus: Reglstration, planning

Campus: Economlies and Administration Courses
Fleld-Based Minl Semlnar; Extern Visits

Fleld-Based Minl-Semlinar; Extern Visilts
Fleld-Based Minl-Semlnar; Extern Vislts

Campus: Economles and Administration Courses
Fleld-Based Minli-Seminar; Extern Visits

Field-Based Minli-Semlnar; Extern Visits
Campus: Seminar PFriday p.m., and. Saturday
Fleld-Based Minl-Semlnar; Extern Visits
Fleld-Based Mini-Semlnar; Extern Visits
Campus: Seminar Friday p.m., and- Saturday

Fleld-Based Mini-Semlnar; Extern Visits

Fleld-Based Minl-Semlnar; Extern Visilts
Campus: Seminar Frilday p.m., and Saturday

Spring Half Term

Independent Study
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THE UNIVERSITY OF MICHIGAN

School ol Education
Corner Last and South University Avenues
Ann Arbor. Michigan 48104

Occupational Education Programs
Telephone: 313-764-8423

DATE: June 17, 1975
TO:
FROM: Danlel E. Vogler

Manpower Leadership Program

[

We are pleased to invite you to come to Ann Arbor for
the next step in our Manpower Leadership Development Program
selection process. Those applicants who have met certain
basic criteria will be interviewed. On the form which you re-
turned, you indicated an interest in the program and a willling-
ness to come to Ann Arbor for a day (at your own expense) to be
irterviewed. You are scheduled for interviewlng on Wednesday,
June 25, 1975. The enclosed interview schedule will indicate
the hour for your interview.

All participants will be our guests for lunch. Several
members of the staff will Joiln the group at 12:00 Neon. The
luncheon will provide an opportunity to discuss the Manpc.er
Leadership Program and answer some of your questions about it.

Please report directly to Room 4003 in the School of
Education. Every attempt has been made to schedule those "ho
must travel the longest distance for the late morning or early
afternoon. '

Enclosed 1s a map of the campus showing the locatlon of
the School of Education (115) and the Michigan Unlon (142).
We suggest you use the municipal parking structure cn For=st
Street (120 on the map). This structure has meters; you till
need $1.50 in assorted change, or six quarters.

We are pleased that you are interested 1n this program
and we will look forward to seeing you in Ann Arbor on
June 27 1975, unless we hear from you to the contrary.

DEV/1k
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‘ | The Uni\}ersity of Michigan
LEADERSHIP DEVELOPMENT PROGRAM FOR
MANPOWER PERSONNEL

Plegse answer the following questlions and return this form immediately
tO Manpower, Occupational Education Programs, School of Education,
Tie yUnlversity of Michigan, Ann Arbor, Michigan 48104.

7LEASE TYPE OR PRINT

PERSONAL DATA

1. NAMg

Last First . Middle
2.  HOME ADDRESS _
city v Zip

3. HOME PHONE (Include Area Code)
4,  pOSITION___
INSTIT. OR AGENCY NAME
pUS, ADDRESS _

1" city - Zip )
»,  pUS, PHONE (Include Area Code) .
6. pATE OF BIRTH SOCIAL SECURITY NO.

7. Marrieq Single Other No. of Children
8. peélgnt Weight General Physical Condition

EDUCATIONAL HISTORY

9. yhat degree(s) do you hold? When did you recelve them? Where?

ngggg Qﬂg@»RECEIVED MAJOR FIELD INSTITUTION GRADE PT.
P S
P g L S
N

10. H2Ve you completed any course work beyond your last degree?
1f yes> how many semester hours? When did you take this
woTk? Where? - .

11. H2Ve you completed the above work toward an advanced degree?

1f yes, for what degree?

DO You hold any occupational or professional credentials (e.g., regis-
t¥ation, certificate, Journeyman card, etc.)? Please list.
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EMPLOYMENT RECORD

13. Report below all full-time and part-time work experience. Begin with most recent work exe
perience, including your present position.

Number JAver, ‘ Describe duties and
loyment | of [|Hrs, | Title of Position Name and Address of | nature of work, inclu-
To |Months (Per | (or work performed) Business ding supervisory re-
Y. Worked [Week sponsibilities.
|
|
Q
RC o $

SHhT

HN VN




14,

ao e

ID‘
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NAME

PROFESSTIONAL INFORMATION

List any leadership roles in sta-e and natlonal professional associa-
tions, occupationally oriented organlzatlons, or professional fratepr-
nitlies which you have held or now hold (such as state-wide committees,
offices .ield, or other elected or appointed positions)

L LEADERSHIP POSITIONS HELD WHEN HELD APPOINTED OR ELECTED

i1st any leadership roles in your community which you now hold or
have held in the past (such as committee chalrmanship, offices held

in organizations, or other elected or appointed positions in the
community. '

LEADERSHIP POSITIONS HELD WHEN HELD APPOINTED OR ELECTED

The followlng space 1s reserved for any additional information that
you would like to provide. You mey include any contributions to your

profession, or any professional activities not reported elsewhere
in this form.
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NAME

17. Please check the appropriate point on the scale to indicate the
percentage of time you now spend in administrative and/or super-
visory dutles.

0 10 20 30 40 50 60 70 80 90 100
| ! 1 L 1 | L [ 1

18. What is your current annual salary? Place an X in the appropriate
area. This information 1s requlred in order for the program to
derive cost effectiveness information.

6 8 10 12 14 16 18 20 22 24 26
| i 1 | 1 | | } | . |
(Thousands)

19. Why are you applying for this program?

20. What are your professional plans for the future?
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"l’ NAME

ADDITIONAL INFORMATION

21. Would you be willing to come to Ann Arbor for a day at your own ex-

pense to be intervliewed and to take a test as part of the selection
procedure? Yes _ No .

If yes, circle the date you would prefer to come. We will make every

effort to asslgn you on the date you request, but we may have to assign
you on the alternate date.

June 25 June 26

22. If you are selected for the program, would you be willing to parti-
clpate 1n an on-the-job (externship) experience in an administrative
or supervisory positiorn during the academic year 1975-762?
Yes No

23. If selected for the program, would you be willing to travel to Ann
Arbor for three weekend seminars per term?
. Yes No

‘. If you are selected for the program, would you be willing to live in
' Ann Arbor one week 1n each of four months for intensive instruction?

Yes No

25. 1If selected for the program, would you be willing to participate in
Friday-Saturday seminars?
Yes No

————

REFERENCES

26. Give name and address of three references inclﬁding (1) your present
immediate supervisor; (2) your immediate supervisor in former posi-~
tion, 1if any; and (3) other. -

(1) NAME | POSITION
INSTIT. OR AGENCY
ADDRESS

(2) NAME POSITION
INSTIT. OR AGENCY
ADDRESS

‘) NAME POSITION

. INSTIT. OR AGENCY |
ADDRESS
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THE UNIVERSITY OF MICHIGAN

School of Education )
Corner East and South University Avenues
Ann Arbor. Michigan 48104

Occupational Education Programs
Telephone: 311.764.8423

July 7, 1975

It glves me great pleasure to invite you to participate
. 1n the 1975-76 Manpower Leadership Program. Your participation
is contingent upon acceptance of our invitation, the submission
of a formal application to The University of Michigan, the
final settlement of the inservice externship, and funding of
the grant proposal.

As discussed during the interviews, the proposed program ‘
wlll include an externship, seminars, and course work. The
Program willl be a funded, experimental approach to inservice
manpower leadershlp development. We are, and hope you are,
excited about the opportunity.

We need to know as soon as possible whether or not you will
accept this invitation to participate in the Manpower Leadership
Program, Therefore, please write me a letter of acceptance or
regret. I need this letter by July 15, 1975.

If you accept our invitatlon, plezase:

1. Read the enclosed University of Michigan Bulletin.

2. Read the enclosed Advanced Studies in Education.

3. Read page 3 of yellow application.

4, Complete yellow application.

Contilnued...
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Forward transcripts per item 11 on application.

Forward application, without application fee, to:

The Unilversity of Michigan, Horace H. Rackham Schooel
of Graduate Studles, Ann Arbor, Michigan 48104. This
must be done immediately! :

Upon recelpt of your application, and funding from the
Sponsor, we will contact you regarding the next step(s). We
suggest no publicity at this time. Should You have additional
questions, please feel free to contact me,

DEV/1k

Sincerely yours,

Danlel E. Vogler

Assoclate Professor

Manpower Leadership Program
Occupational Education Programs

161



151

Sugi'ement 1o Tne Umiveraty et 2 -
_— THE UNIVERSITY OF MICHIGAN
AIVER REQUgggED HORACE H. RACKHAM SCHOOL OF GRADUATE STUDIES
UNDED PROJ Ann Arbor, Michigan 48104
V3 L6 090530360193 7.4 _ APPLICATION FOR ADMS3¢ -

(Please read instructions - -

1 Social Security Number

2. Full Name .

Last {Family) Name Fust \ica e ey g
3. Mailing Address e
Number Street tAve . Bd erc)
City Siate ) Zip Coge
Vaiid unti
4. Home Address _ P
Number Streel {Ave . Ra, etc.) .
Ciy State Zp Ceae
5. Female a 6. Single a . 7. U.S. Citizen O Non-U.S. citizen on immigrant - ..
Male 0 Married 0 Non-U.S. Citizen ] indicate:
- .. No. of Date visa isued - __ .
Dependents [ ] Visa number A-
Country of
Citizenship e
8. Previously applied? Yes O No O 9
It yes. Term Yr Birth Month Day vear

M. Education--Occupational Educ. Manpower o
10 Fieid of specialization (See p. 4.) Refer to D. Vogler, 4003 SEB, Spec. Prog. @ 6'3 5

11. Previous Education: List, in chronological order, all colleges and universities attended. If previously enrolled in this Univerc .
School or Coliege. You must submit to the Graduate School one transcript from each institution listed before this azs - °
be sent to the departmental committee. See Application Brochure about "Pass-Fail" grades.

Institution Location Dates of Attendance Degres v -
OF €AZ2C -

19 to 19 O

19 to 19 e —

19 to 19 —
19 to 19 R

19 to 19 e o

12 Location of proposed enroliment: Ann Arbor X U-M, Dearbbrn a
Graduate Study Centers: Dearborn O Detroit (J Flint (3 Grand Rapids O Saginaw O

13. Degree sought: Master's & 14. Term of proposed enroliment: el X
Master’s possibly Doctor's O [l s e
Protessional (Specialist) O () Szr -5 -
Doctor's O L (Ilb) o~ ~. -
Not Candidate for Degree O ’ 16 15

Continued on page 2. if also applying for a fellowship, please reread Instruction H.

SPACE BELOW FOR GRADUATFE SCHOOL USE Mich. N-Mich. Aa
: 1 : A
1 . And
B 1 ASC
¥Al1234 1 Ams
NCFD 1- Rej
Rej-unqual. 2 Handicp
He-unprep. 3
3 fac, 4
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THE UNIVERSITY OF MICHIGAN

School of Education
Corner East and South University Avenues
Ann Arbor, Michigar 48104

Occupational Education Programs
Tetephone: 313-764-8423

July 7, 1975

Those of us who had the responsibility for selecting the
- 1ndividuals to participate in the Manpower Leadership Program
have jJust completed a most difficult task. After reviewing
the records of very well-qualified candldates, we have finally
selected those we consider to have the highest potentlal and
the best qualifications for leadership roles in manpower. We
are sorry that we could not accept more participants into the
program. Many excellent applicants had to be excluded.

Although we were not able to include you in the group
selected for thls year's program, we are still interested in
helping you in any way we can to prepare yourself for a more
significant role in the further development of Michlgan man~
power. Therefore, if you are interested in exploring other
possibilitles through which you might prepare yourself for a
leadership position and would like to discuss this matter, I
would be pleased to hear from you.

Sincerely yours,

Danlel E. Vogler
Assoclate Professor
Occupational Education Programs

DEV/1k
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MANPOWER LEADERSHIP PROGF.AM
RESOURCE MATERIALS
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The University of Michigan
Media Center Library
School of Education

MANPOWER LEADERSHIP PROGRAM
RESOURCE MATERIALS

Barre, Mary E. College Information and Guidance. (Guidance Monograph Series
IV: Career Information and Development.) Boston: Houghton Mifflin
Company, 1970.

Batchelder, Alan B. The Economics of Poverty. 2nd edition. New York: dJohn
Wiley & Soas, Inc., 1966. -

Becker, Gary S. Human Capital: A Theoretical and Empirical Analysis, With
Special Reference to Education. 2nd edition. New York: National
Bureau of Economic Research, 1975.

Bluestone, Barry, Murphy, William, and Stevenson, Mary. Low Wages and the
Working Poow. - (Policy Papers in Human Resources and Industrial Rela-
tions, No. 22.) Ann Arbor, Michigan: The University of Michigan,

Wayne State "niversity - Institute of Labor and Industrial Relations,
1373. .

Booth, Philip. Social Security in America. (Policy Papers in Human Resources
and Industrial Relations, No. 19.) Ann_Avbor, Michigan: .The University...._ ..
" of Michigan, Wayne State University - Institute of Labor and Industrial
Relations, 1973.

Borus, Michael E., and Tash, William R, Measuring the Impact of Manpower Pro-
grams: A Primer. (Policy Papers in Human Resources and Industrial
Relations, No. 17.) Ann Arbor, Michigan: The University of Michigan,
Wayne State University - Institute of Labor and Industrial Relations,
1970.

Brecher, Charles. Upgrading Blue Collar and Service Workers. (Policy Studies
in Employment and Welfare, No. 12.) Baltimore: dJohn Hopkins University
Press, 1972,

Brown, Duane. Students' Vocational Choices: A Review and Critique. (Guidance
Monograph Series IV: Career Information and Development.) Boston:
Houghton Mifflin Company, 1970.

Campbell, Robert E., et al. Career Guidance: A Handbook of Methods. Columbus,
Ohio: Charles Merrill Publishing Company, 1973.

Campbell, Robert E., et al. The Systems Approach: An Emerging Behavioral Model
for Vocational Guidance _A Summary Report. (Reprint of Research and
Development Series 45.) Columbus, Ohio: The Center for Vocational
Education, The Ohio State University, 1971.
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Carkhuff, Robert R. The Art of Problem-Solving: A Guide for Developing Prob-
lem-Solving Skills for Parents, Teachers, Counselors and Administrators.
Amherst, Massachusetts: Human Resource Development Press, 1973.

Center for Vocational Education. Evaluation of Work Experience, Cooperative
Education, and Youth Manpower Programs: An Annotated Bibliography.
(Bibliography Series No. 28.) Columbus, Ohio: The Center for Voca-
tional Education, The Ohio State University, October 1975.

Chick, Joyée M. Innovations in the Use of Career Information. (Guidance
Monograph Series IV: Career Information and Development.) Boston:
Houghton Mifflin Company, 1970.

Cohen, Malcolm S. On the Feasibility of a Labor Market Information System.
Vol., I. A Report Prepared for U.S. Department of Labor, Manpower
Administration, Office of.Research and Development, Washington, D.C.,
for the Period July 1, 1970 - June 20, 1374. Ann Arbor, Michigan:
The University of Michigan, Wayne State University - Institute of
Labor and Industrial Relations, June 1974.

Cohen, Malcolm S. On the Feasibility of a Labor Market Information System.
Vol. III: A Report Prepared for U.S. Department of Labor, Manpower
Administration, Office of Research and Development, Washington, D.C.,
for the Period July 1, 1970 - June 30, 1974. Ann Arbor, Michigan:

The University of Michigan, Wayne State University - Institute of Labor
and Industrial Relations, June 1974.

" Doeringer, Peter B., and Piore, Michael J. Internal Labor Markets and.ﬂ;hpoweru
Analysis. Lexington, Massacbusetts: Heath Lexington Books, 1971.

Eichner, Alfred S. State Development Agencies and Employment Expansion.
(Policy Papers in Human Resources and Industrial Relations, No. 18.)
Ann Arbor, Michigan: The University of Michigan, Wayne State University -
Institute of Labor and Industrial Relations, 1970. :

Evans, Rupert N. Foundations of Vocational Education.. Columbus, Ohio: Charles
E. Merrill Publishing Company, 1971.

Friedlander, Stanley L. Unemployment in the Urban Ccre: An Analysis of Thirty
Cities with Policy Recommendations. New York: Praeger Publishers, 1972.

Fuller, Varden. Rural Worker Adjustment to Urban Life: An Assessment of the
Research. (Policy Papers in Human Resources and Industrial Relations,
No. 15.) Ann Arhor, Michigan: The University of Michigan, Wayne State
University - Institute of Labor and Industrial Relations, 1970.

Galbraith, Jay. Designing Complex Organizations. Reading, Massachusetts:
Addison-Wesley Publishing Company, 1973.

Gartner, Alan, Nixon, Russell, and Riessman, Frank (eds.). Public Service Em-
ployment: An Analysis of Its History, Problems, and Prospects. New York:
Fraeger Publishers, 1973. o
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Gordon, David M. Theories of Poverty and Underemployment: Orthodox, Radical,
and Dual Labor Market Perspectives. Lexington, Massachusetts: Lexington
Books, 1972.

Gordon, Margaret S. (ed.). Higher Education and the Labor Market. New York:
McGraw-Hill Book Company, 1974.

Hamermesh, Daniel S. Manpower Policy and the Economy. New York: General
Learning Press, 1971. '

Hansen, Lorraine S. . Career Guidance Practices in S¢hool and Conmmnjggt.
Washington, D.C.: National Vocational Guidance Associaticn, 1970.

Hasenfeld, Yeheskel, and English, Richard A. (eds.). Human Sepvice Organiza-
tions. Ann Arbor, Michigan: The University of Michigan Press, 1974.

Hasenfeld, Yeheskel. Manpower Placement: Service Delivery for the Hard-to-
Employ. (Policy Papers in Human Resources and Industrial Relations,
No. 21.) Ann Arbor, Michigan: The University of Michigan, Wayne State
University - Institute of Labor and Industrial Relations, 1973.

Herr, Edwin L. Decisicn-Making and Vocational Development. (Guidance Monograph
Series IV: Career Information and Development.) Boston: Houghton
Mifflin Company, 1970. '

Herr, Edwin L., and Cramer, Stanley H. Vocational Guidance and Career Develop-~
KmmmwwmentminwthemSchools:“NTowardwamSystemsmApproachvwmBoston:““Houghton“““““””“““W"““
Mifflin Company, 1972.

Hiestand, Dale L. Discrimination in Employment: An Appraisal of the Research.
(Policy Papers in Human Resources and Industrial Relations, No. 16.)
Ann Arbor, Michigan: The University of Michigan, Wayne State University -
Institute of Labor and Industrial Relations, 1970.

Isaacson, Lee E. Career Information in Counseling and Teaching. 2nd edition.
Boston: Allyn and Bacon, Inc., 1971.

Johnson, Miriam. Counter Point: The Changing Employment Service. Salt Lake
City, Utah: Olympus Publishing Company, 1973.

Kalachek, Edward. Labor Markets and Unemployment. Belmont, California:
Wadsworth Publishing Company, 1973.

Kalachek, Edward. The Youth Labor Market. (Policy Papers in Human Resources
and Industrial Relations, No. 12.) Ann Arbor, Michigan: The University
of Michigan, Wayne State University - Institute of Labor and Industrial
Relations, January 1969.

Lansing, John B., and Mueller, Eva. The Geographic Mobility of Labor. Ann
Arbor, Michigan: Institute for Social Research, Survey Research Center,
1967.
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Iawjer, Edward E. Motivation in Work Organizations. Monterey, California:
Broo! s /Cole Publishing Company, 1373.

Lawsons Rodger S. Perspectives on the Development of a Comprehensive Labor
Market Information System for Michigan. (Methods for Manpower Analysis,
No. 8.) Kalamazoo, Michigan: The W. E. Upjohn Institute for Employment
Research, April 1973,

Levitan, Sar, and Mangum, Garth. Federal Training and Work Programs in the
Sixties. Ann Arbor, Michigan: The University of Michigan, Wayne State -
\—(‘\__ . . .

University - Institute of Labor and Industrial Relations, 1969.

Levitan, gar, and Mangum, Garth. Making Sense of Federal Manpower Policy.
(Policy Papers in Human Resources and Industrial Relations, No. 2.)
Anp Arbor, Michigan: The University of Michigan, Wayne State University -
Instityte of Labor and Industrial Relations, 1972.
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MANPOWER. LEADERSIIP EDUCATION PROGRAM

The Manpower Leadership Education Program at The University of Michizan,
consisting of two components, was launched in September 1975. Twenty manpower
practitioners are currently enrolled in the program's graduate degree program
component. The second component congists of a series of three one-day state-~
wide workshops for manpower officials.

THE _CONFERENCE ADVISORY BOARD

The Program's Conference Advisory Board has planned the first of the three
conferences for November 15, 1975 at the Rackham Amphitheater on The University
of Michigan campus in Arn Arbor. The two additional conferences are tentatively
scheduled for January and March of 1976 at other locations in the state.

ADVISORY BOARD MEMBERS

Price Banks, Director, Livingston County Department of Internal Affairs
Alan Becker, Deputy Director, Manpows spartment, City of Detroit

Paul Bigley,; Pirector; Regiom IT M=ro~ ‘onsortium— T

Alan Briscoe, CETA Director, Flint, vene:s .. Lapeer, Shiawasee Counties
Thomas Hazlewood, Director, Central Upper & eninsulia Manpower Consoxtium

Robert Perdleton, Deputy Director, Burezu ¢« Manpower, State Department of Labor

ACADEMIC CREDIT

University of. Michigan academic credit is available for those attending all
three conferences. If credit is desired, contact Professor Daniel E. Vogler,

Occupational Education Programs, The University of Michigan, Aunn Arbor (phone 313/
764-8423).
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EMPLOYMENT, UNEMPLOYMENT AND EDUCATION

SATURDAY, NOVEMBER 15, 1975

*ackham Amphithcater o The University of Michigan

9:00~ 9:20 au

9:30~10:45 am

10:45-11:15

11:15-12:30

Ann Arbor

REGISTRATION
OPENING COMMENTS

Daniel E. Vogler, Director, Manpower Leadership
Education Program, The University of Michigan

Wilbur J. Cohen, Dean of the School of Education,
The University of Michigan

"THE EMPLOYMENT OUTLOOK I8 M7 .{IGAN"

William Haber, Former Dean of the College of
Literature, Science and the Arie; Professor of
Economnics, Emeritus; Advisor to the Brecutive
Officers of the University.

COFFEE BREAK
REACTOR PANEL
Introduciions:

Joseph V. Tuma, Coordinator, Manpower Leadership
Educaticr Program, The University of Michigan

Moderator:

Ralph Wenrich, Professor, Occupational Education
Programs, The University of Michigan

Panel Members:

Paul 3igley, Director, Region II Manpower Consortium
Hon. Wendell Brooks, Chairperson, Northwest Michigan
Manpower Consortium
Hon. Herman Ivory, Chairperson, Muskegon County
Board of Commissioners
Hon. Maryann Mahaffey, Councilperson, City of Detroit
James Saari, Director, Western Upper Peninsula
! mpower Consortium
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8 GENERAL INFORMAT 10N @

Location ~ The Keliogg Center for Continuing Education on Harrison Road at
Nichigan Avenue, on the cempus of Michigan State University, East Lansing,
Michigan. The Center is readily acces:ible from ali expressways via US-127
and |-496. Travelers should exit on Trowbridge Road and, as it ends, turn
left on Harrison Road to the gated parking lot adjacent to the Center,

Both East Lansing's bus station and the regjonal Amtrak station are within
shout a half-mile of the Center. TaxisiserVe between the Center and the
Capitol Clty Alrport (served by North Central and United Alrlines),

Registration - Please complete and return the enclosed Invitation Acceptance @

card as soon as passible to assure preparation of conference materials in
your name. * Upon arrival at the conference, please check in at the regls-
tration desk to plek up your name badge and conference materials.

fﬁrking - Adequate pay parking is avallable adjecent to the Kellogg Center:

overflow parking is available at Harrison Road and Kalamazoo Street, one- i Q

half block from the Kellogg Center. The parking fee s 25¢ upon exiting. |

Housing = Accomodations are available at the Kellogg Center. Rates:

Single §16, Twin $10 per person, Please contact the Kellogg Center directly ' n
if you desire overnight accomodations, mentioning the name of the program, ©

departure times, Kellogg Center for Continuing Education, Michigan State

University, East Lansing, M 48824, Requests for accommodations should be @

received at least two weeks prior to the program If possible.

the type of accomodations you desire, and your approximate arrival and %

For_further Information - The University of Michigan Extension Service,
Department of Conferences and Institutes, 412 Maynard Street, Ann Arbor,

MI 48109; Telephone (313) 764-5304, Q

SCHOOL OF EDUCATION
- TEUNVERSITYOF
e Mg
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THE HANPORER LEADERSHIP
EDUCATION PROJECT

The Manpover Leadership Education Pro-
Ject at The University of Michigan
consists of two components. The first
component, & graduate degree credit
progran was launched In September 1975.
Twenty manpower practitioners from
throughout the state are currently
enrolled in the program. The second
component, a series of three state-vide
conferences on manpower, is intended to
provide public officials ard community
leaders with an expanded understanding
of (A and the need for meeting
Michigau's unemployment crisis.

The first of the three seminars, enti-
tled "Employnent, Unemployuent, and
Education," was held on The University |
of Michigan campus in Ann Arbor on
November 15, 1975, Professor William
Haber delivered a m2jor address relating
tu the ecoromic outlook and its implica-
tions for manpower planning in Michigan.
A panel comprised of locall” elected
officials and CETA prime sponsor direc-
tors reacted to the presentation--
focusing and redefining issues and
problems related to administering man-~
power programs during a period of
financial exigency. Over fifty of
Michigan's key persons in the flelds

of manpower and occupational education
attendss.
Q

MANPONER LEADERSHIP PROGRAM
School of Education
The University of Michigan

CONFERENCE II - "CETA: MANPOWER PLARNING,
PROGRAMMING, AND THE PRIME SPONSOR"

[OCATION:  Room 101, Kellogg Center,
Michigan State University
Fast Lansing

DATE: January 17, 1976
THE: 8:30 aum. o 12:30 pum,
TOPICS:

. Pederal, State and Local Roles
. Regulations and Interpretations
. Definiiiong and Procedures

« Legal Authority of the Prine
Spongor

. Techwical dsststance Support

. Monitoring and Reporting

. The “uiure of Manpouer Legislation
SPEAKERS:

Donald Baker, Staff, Committee
on Education and Labor,

18 2 Washington, D.C.
Ri

chard C. Gilliland, Regional
Administrator, Employnent and
Training, Region V, Chicago
Robert Pendleton, Deputy Divector,
Michigan Bureau cf Wampcuer

CONFERENCE II1 - "IS CETA ENOUGH?"

The third conference, to be held on
March 6, 1976 in the Engineering
Society of Detrolt Theater, located

in the Rackham Building in Detroit, ‘
will focus upon the future directions
of manpower and occupational educa~ -
tion legislation and funding,

The conference theme, "Is CETA Encugh?”
vill be addressed by United States
Representatives:

The Honorable Augustus Hawkins,
Democrat, California

The Honorable Albert H. Quie, g
Republican, Minnesota

The two congrassmen, both extensively
involved in molding legislation for
nanpover and occupational education,
will discuss the prevailing mood of
congress toward existing and additional
manpower related legislation,

REGISTRATION FOR THE JANWUARY 17, 1976
CONFERENCE -

There is no regietration fee for the
Jamuary 17 eonference. Please coplete
the attached registration form and re-
turn 1t before January § to:
The University of Michigan 183 |
Extension Service
(onferences and Institutes
30 S. Thayer
Ann Arbor, MI 48109



This conference is sponsored by the

MANPOWER LEADERSHIP EDUCATION PROJECT

School of Education

The University of Michigan, Aun Arbor

For further information, contact:

[

The University of Michigan Extension Service
Address: 350 So, Thayer, Ann Arbo. 48109

Phone: (313) 764.5304

LOCATION OF CONFERENCE

The Helen De Roy Auditorium is located on the campus

of Wayne State University in Detroit, Michigan, The
auditorium s directly hehind the Prentis Building on the -
west s'de of Cass Avenue Between W. Watren and Kirby.

Associate Coordinator MLE?:
J. MICHAEL ERWIN

HURON PRESS '

Special Conference Coordinator:

FRANZES NORRIS

0 MANPOWER LEADERSHIP EDUCATION PROJECT .
The University of Michigan School of Education

AT
HELEN DE ROY AUDITORIUM
WAYNE STATE UNIVERSITY CAMPUS

AT, MARCH 6
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A SPECIAL INVITATION

ABOUT THIS CONFERENCE 10 BI3CUSS
The goal of federal manpower and vccupational education legisle- THE RGAD 'I'o Full EMP[&YMFNT
tion is directed toward maximizing job opportunities and economic | TAY |
security forall Amerizans willing and able to work. Qur nation’s leaders,
the Congress and political candidates in this election year are already Is cH A EN““G“?
.

advancing a va:iely of programs to stem the lide of unemployment and
revifalize the country’s economy.

JHH Wi

These programs will have particular significance for the Detroif

metropolilan area and the state of Michigan which have been aculely

affected by problems of unemployment and recession.

U.S. REPRESENTATIVES

The Manpower Leadership Education Project of The University HON. AUGUSTUS HAWKINS | | HON. ALBERT H, QUIE

of Michigan Sckool of Education is sponsoring this invitational con- | Demoerat, California Republican, Mirnesota
ference on the campus of Wayae State University. It is intended to L
provide an opportunity for elected officials, manpower and vocational
udvisory commiltees, agencies, educators, communily organizations,
business and labor represenlalives te discuss these protlems with

Congresmen ains and Quie HELEN DE ROY AUDITORIUM (Lower)

The two Congressmen have both been extensively involved in
molding legislation for manpower planning, training, occupational edu-
cation and employment. They wil discuss with you whether current
legislation such 15 the Comprehensive Employment und Training Act
(CETA) has becn effective in meeling the needs of the nation. They
will also examine the prevailing mood of Congress regarding existing
and additional manpower legislation.

SATURDAY, MARCH 6, 1976

LT

WAYNE STATE UNIVERSITY
COFFEE RECEPTION 9:00 am

CONFERENCE 9:30 am - ]2:30 pm

Congressman Hawkins is o co-sponsor with Senator Humphrey WELCOME.
of the widely discussed Equal Opportunity and Full Employment
Bill. Congressman Quie is one of the leading advocales and sponsors
of meaning;"tl occupational educatior and training legislation in Congress.

MODERATOR:
RONALD W. HAUGHTON DR. DANIEL E. VOGLER 187

o . .
1 86 Bnic-l’r;sflfdgnt of Prof. of Occupational Education
: . . _ . than Affair jecy Di
Your ¢ erence admission cord is enclosed, We are also enclosing Wevne Sta?:aSU vers {’Jrqpm lerector., MLEP
several extra cards which may be given io associales who share your “ nlversty niersi of Michigan

interest in this conference.

PROJECT COORDINATOR. MLE?
For additional cards or jurther informetion please coll The Joseph V. Tunna, Director

O Y N A T R T Manpower Education Programs
{ nwer..l!t\ ‘of Mi Puguq Exlension Service: (31 ;) AQ 3304, Amn zllr‘lmAr. “ st of Labor & Ind. Rel ione

R S ' ‘ " University of Michigan - Wayre State Uﬁiveisity.
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MANPOWER LEADERSHIP EDUCATION PROJECT
CONFERENCE SERIES

EVALUATION REPORT

Mike Erwin
April 26, 1976
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The Questionnaires

Questionnaires were prapared for mailing to two groups
of people. The first group, comprised of the 53.people who
attended at least two of the three conferences, was sent a
questiornaire (Questionnaire 1) requesting the following in-
formation (1) position, (2) evaluation of conferences for six
criteria areas, (3) reasons for not attending a conference,

(4) interest in the ten conference topics suggested b+ »ersons
attending the January 17 conference, (5) preferences ‘. changes
in the conference format, (6) preferences for conference loca-
tions, and (7) additional cor.ients or suggestions.

The second group of people to whom questionnaires were
mailed is comprised of 27 locally elected officials and CETA
directors who did not att nd any conferences. The question-
naire (Questionnaire 2) mailed to this group of people was
identical to the questionnaire discussed above except for the
omission of item 2, ev.luation of conferences for six criteria
areas. (Copies cf both questionnaires are included in the
appendix to this report.) :

By April 21, 41 of the 80 questionnaires had been re-

turned. Attendees had a return rate of 53.5 percent while
non-attendees had a return rate of 37.0 percent.

The Respondents and Groupings

Respondents to Questionnaire 1 (in descending order of
frequency) included: CETA directors, 12; CETA staff, 11: state
agency staff, 2; and locally =lected official, sub-contractor,
federal agency staff. planning council member, Manpower Ser-
vices Council membe:r and student, 1 each. In order to analy:ze
the rankings of the respondents by position, three groups will
be compared: (1) CETA directors; (2) CETA staff, and (3) Other
(the eight respondents in ron-directrr, non-staff persons).

- Responding to Questionnaire 2 were 7 directors and 3 _
elected officials. Where it is useful to do so, the average
ratings of this group of ten will be compuared to the ratings

of one or more of the three groups mentioned in the preceding
paragraph.

Due to the low number of responses from elected officials,
just four for the two questionnaires, it could be misleadi:ig to
compute their ratings. Therefore, information on the opinions
of an important group are missing from this report.
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Ratings of the Three Saturdav Conferences

Respondents to Ques-.ionnaire 1 wer¢ .ked to rank each
conference they attended on a scale of 5 (cxcellent) to 1 (poor)
for each of six criteria areas. Twenty people provided ratings
for the Novemter conference, 30 for the January conference and
25 for the March conference. Shown below are their average
rating for the six criteria areas for each of the three Saturday
conferences for the series as a whole. and the mathematical
scale for interpreting the mean ratings.

Scale: 1.00 - 1.79 - Poor
1.80 - 2.59 - Fair
2.60 - 3.39 - Good
3.40 - 4.19 - Very Good
4.20 - 5.00 - Excellent

CRITERTIA AREAS: Overall
November Januvary March Scores
Conference Conference Conference Rating

a. Choice of conference topic 4.15 3.77 3.76 3.89
b. Choice of speaker(s) 4,21 3.28 3.79 3.79
c. Choice of location 3.70 4,03 3.52 3.75
d. Opport::aity for participant ‘

interaciii:n with speaker 3.55 3.27 2.63 3.15
€+ Opportunity for interaction

with eother participants 3.20 3.20 2.83 3.08
f. Overall value ¢. the 3.55 3.47 3.40 3.47

conference

Included in the Appendix to this report are tables com
paring the responses of directors, staff, and others for eack of
the six criteria areas for each of the three conferences. Those
tables show considerably varied ratings among groups of partici-
pants. Some sense of the variance can be gained more readiiy
by examining the overall series ratings shown below.

Scale: 1.00 - 1.79 - Poor

1.80 - 2.59 - Fair
2.60 - 3.39 - (ood
3.40 - 4.19 - Very Good
4.20 - 5.00 - Excellent
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SERIES RATING FOR

EACH CRITERIA AREA: Directors Staff Others
a. Choice of conference topic 4.11 3.83 3.64
b. Choice of speaker(s) 3.86 3.67 4.03
c. Choice of location 3.70 3.48 4.23
d. Opportunity for participant .

interaction with speaker 3.28 2.77 3.46
e. Opportunity for interaction .

with other participants 3.29 z.33 3.63

f. Overall value of the conference 3.60 2.98 3.88

It should be noted that for each of the six criteria
areas, Staff ratings were lower than those given by Directors and-
Others. Staff ratings for criteria areas a, e, and f are especially
low when compared to the ratings of the other two groups.

Reasons for Not Attending

Persons who attended two conferences were asked why they
did not attend the third. Similarly, persons who did not attend
any conference were asked their reasons. There was little dif-
ference between the reasons of the two groups for not attending.
Ten of the 23 people responding to the question saw the conference
date as '"inconvenient,” and five saw the conference locations as
either too far away or generally "inconvenient.'" The remaining
reasons varied from snowstoxrms and vacation to lack of knowledge
that the conference was being held (on the part of two staff
members).

Topics for Future Conferences

Nearly twenty different topics for future conferences
were suggested by persons attending the January 17, 1976 confer-
ence in Lansing. Topics mentioned by three or more persons were
listed on both Questionnaires 1 and 2. Attendees and non-atten-
dees were asked to check each topic according to whether they
had '"'little or no interest in the topic,' "moderate interest,"
or "strong interest."

For the purposes cf comparing preferences for each of
the topics listed below, the following scale should be used:
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Scale: 1.00 - 1.66 - Little or No Int®rest
. 1.67 - 2.33 - Moderate Interest
2.33 - 3.00 - Strong Interest

i * " Non~ All
TOPICS: Directors - __Staff '"OtpeXy" Attendees Groups
~ a4 .
a. innovative programs 2.73 2.64 2,39 2.50 2.60

b. program evaluation and
monitoring 2.82 2.73 2,29 2.50 2.60

¢, budgeting and fiscal
procedures 2.18 2.00 2.00 2.00 2.05

d. improving staff-elected
.0fficial communication

and relationships 2.36 2.36 2.79 1,80 2.30
e. future federal legislation 2,45 2.82 2,89 2,70 2,70
f. labor market analysis and

planning 2,44 2,55 2.29 2,30 2.44
g. stimulating potential

employer's support for CETA 2.55 2.55 2,79 2.86 2,65
h. interagency coordination

of wanpower programs 2.73 2.09 2.7% 2,00 2.38
i. career counseling and

development , - 2.27 1.91 2.00 2,00 2.10
j. Michigan's economic climate 2.27 1.91 2.89 2.30 2.42

While ratings for the suggested topicg 3jpesaT quite high
overall, the fact that the topics were originally sugg€sted py con-
ference participants probably explains the ratingS. Only three of
the ten topics, budgeting and fiscal procedures, lmproVing staff-
elected official relationships, and career counsgling and develop-
ment hold less than a strong interest for respond@nts.

Changes in Conference Format

Respondents were asked to indicate wheﬁher they would be
more or less likely to attend next year's confergRces if chapges
in the conference format were made. Shown beloy 2re the percent-
ages of persons more likely to attend the confer¢fce if certazin
changes are made.
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Percent More Likely to Attend

1975-76 ; Non-
Attendees "~ Attendees Total
a. held on weekdays | 64.5 100.0 72.5
b. oriented more toward providing .
specific technical skills and
information than toward providing
current information on issues
and problems in manpower 67.9 75.0 69.4
c. day-long conferences rather than
half-day conferences 58.6 66.7 60.7
d. comprised of several small, topic
oriented discussion grcups rather
than one large, lecture-discussion .
group 48.3 55.6 50.0

Locations for Next Year's Conferences

Respondents were asked to indicate whether they would
be likely or unlikely to attend a conference held in different
cities in the State. Eleven cities in the upper and lower penin-
sulas were suggested. Shown below are the percentage of persons
indicating that they would be likely toc attend.

Percent Likely to Attend

1975-76 Non-
Attendees Attendees Total
a. Alpena "13.3 ‘ 10.0 12.5
b. Ann Arbor - 83.3 60.0 77.5
.c. Bay City - Saginaw 53.3 , 'd 40.0
d. Detroit 73.3 50.0 67.5
e. Escanaba : 17.2 20.0 17.9
f. Flint 66.7 20.0 55.0
g. Grand Rapids 60.0 - 50.0 57.5
h. Jackson - 66.7 30.0 57.5
i. Kalamazoo 4 55.2 40.0 51.3
j. Lansing 100.0 60.0 90.0
k. Traverse City ‘ 27.6 20.0 25.6

ERIC 194
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The figures above suggest that the best location for
a conference is Lansing followed at some distance by Ann Arbor
and Detroit. The figures also suggest that no matter where the
conferences are held next year, the persons who did not attend
this year are relatively less likely to attend next year.
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Appendix

November Conference

Criteria Areas: i Directors Staff Others
a. Choice of conference topic 4.25 4.25 3.75
b. Choice of speaker(s) 4.09 4.50 4.25
c. Choice of location 3.67 3.25 4.25
d. Opportunity for participant

interaction with speaker 3.58 3.00 4.00
e. Opportunity for interaction

with other participants 3.33 1.75 4.25
f. Overall value of the R

conference - 3.67 2.75 4.00

Janvary Conference A

Criteria Areas: Directors Staff Others
a. Choice of conference topic 4.18 3.64 3.38
b. Choice of speaker(s) 3.70 2.91 3.63
c. Choice of location 3.82 4,09 4.25

d. Opportunity for participant
interaction with speaker 3.45 3.00 3.38

e. Opportunity for interaction
with other participants 3.55 2.73 3.38

f. Overall value of fhe '
conference 3.82 3.00 3.63
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March Conference

Criteria Areas: : Directors Staff Others
a. Choice of conference topic 3.80 3.60 3.80
b. Choice of speaker(s) 3.78 . 3.60 4.20
c. Choice of location 3.60 3.10 4.20

d. Opportunity for participant
interaction with speaker 2.80 2.30 3.00

e. Opportunity for interaction
with other participants 3.00 2.50 3.25

f. Overall value of the
conference 3.30 3.20 4.00
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Please respond to each of the following questions candidly. Responses will be
reported in the aggregate and will greatly assist us in plamning future conferences.

1. Your position:

locally elected public official
CETA director
CETA sgtaff

sub-contractor

state agency stafi

university faculty

other (please specify)

2. Please check the conferences you attended.

November 17 conference in Ann Arbor
January 16 conference in East Lansing

March 6 conference in Detroit
3. Using the rating scale below, please record your reaction to each criteria
area for the conferences you attended:
RATING SCALE: 5-excellent; 4-very good; 3-good; 2-fair; 1-poor.

November January March
CRITERIA AREAS: Conference Conference Conference

a. Choice of conference topic
b. Choice of speaker(s)
c. Choice of location

d. Opportunity for participant
interaction with speaker

e. Opportunity for interaction
with other participants

f. Overall value of the
conference

s ——— —
—————— —
——e— e e——
— ———.
rE——— ———
————— —

—————
—————
——
——
—
——————

Q ' = ' 15)8
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4, Please complete this jtem only if you did not attend one of the three
conferences. Please check the statement bhelow which most nearly describes
your main reason for not attending.

was unaware the conference was being held

conference location was too far away

conference was held at an inconvenient time

conference topic was not of sufficient interest

conference speaker(s) was not on a par with speakers at
other conferences

earlier MLEP conferences were of insufficient value to warrant
attending

other (please explain)

5. The following topics were among those most often suggested by persons
attending the January 17, 1976 conference for use in future conferences.
Please indicate your interest in each topiec.

Little or No Moderate Strong
__Interest Interest Interest

a. innovative programs

— s

b. program evaluation and
monitoring

¢c. budgeting and fiscal
procedures

d. improving staff-elected
official communication
and relationships

e. future federal legislation

f. labor market analysis
and planning

. stimulating potential
employer ‘s support for CETA

h. interagency coordination of
manpower programs

i. career counseling and
development

———t——
—
——
———
——
——

j. Michigan's economic climate

k. other

[;BJ};‘ ‘ 199
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6. Would you be more or less likely to attend next year's conferences i’ they
were to be:
More Likely Les8 Likely
to Attend to Attend

a. held on weekdays

b. day-long conferences rather than
half-day conferences

c. comprised of several small, topic
oriented discussion groups rather

than one large, lecture~discussion
group ‘

d. oriented more toward providing specific
technical skills and information than
toward providing current information
on issues and problems in manpower

7. This year's conference sites were chosen on the basis of their Convenience
for large numbers of people. We would like to consider additional areas
as conference locations. Please indicate how likely it would be thst you
would attend a conference in the following locations:

Likely Unlikely
Areas : to Attend £9 Attend
a. Alpena ' —_—
b. Ann Arbor — —_—
¢. Bay City-Saginaw —— ~———
d. Detroit ——— —~—
e. Escanaba —_— ——
f. Flint —_— —_—
g. Grand Rapids —— —_———
h. Jackson — —_—
1. Ralamazoo —— ———
j. Lansing — ——
k. Traverse City — —

8. 1In the space below, please provide any additional observations and/or sug-
gestions you may have regarding the conference series., (Please use the
back of this sheet if you need additional room.)
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Please respond to each of the questions candidly. Rgbpoﬁses will be reported
in the aggregate and will greatly assist us in planning future conferences.

1. Your position:

locally elected public official
CETA director

.

2. Please check the statement below which most nearly describes your msin
reason for not attending any of the MLEP conferences.

was unaware the conferences were being held ¥

conferences were held :* 'nconvenient times

conference locations :u:7 tooc far away

conferences were held at inconvenient locations

conference topics were not of sufficient interest

__conference gpeakers seemed unlikely to have much of value to say

other (please explain)

3. The following topics were among those most often suggested by persons
attending the January 17, 1976 conference for use in future conferences.
Please indicate your interest in each topic.

Little or No Moderate Strong
Intérest Interest Interest

a. innovative programs

b. program evaluution and
monitoring

c. budgeting and fiscal
procedures

d. improving staff-elected
official communication
and relationships

a. future federal legislation

f. labor market analysis
and planning

———— ——
—_—— c—— e——
m—— e———
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Little or fo Moderate Strong
Interest Interest Interest

g. stimulating potential
employer's support for CETA

h. interagency coordination of
manpower programs

i. career counseling and . :
development

j. Michigan's economic climate
k. other

et —— e,
v .
o — ————

Would you be more or less likely to attend next year's conferences if they

were to be: More Likely Less Likely
to Attend to Attend

a. held on weekdays

b. day-long conferences rather than
half~day conferences

c. comprised of geveral small, topic
oriented discussion groups rather
than one large, lecture-discussion
group

!
;.

d. oriented more toward providing specific
technical gkills and information than
toward providing current information
on issues and problems in manpower

This year's conference sites were chosen on the basis of their convenience
for large numbers of people. We would like to consider additional areas
as conference locations. Please indicate how likely it would be that you
would attend a conference in the following locations:

Likely Unlikely
Areas to Attend to Attend
a. Alpena
b. Ann Arbor —— —
c. Bay City-Saginaw — ———
d. Detroit P ——
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Likely Unlikely
Areas to Attend to Attend

e. Escanaba

f. Flint

Grand Rapidg
Jackson

Kalamazoo

. Lansing

i
ARRERE

®oLe T @

. Traverse City

6. In the space below, please provide any additional observations and/or
suggestions you may have regarding the conference series.
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REPORT OF THE CG... ERENCE
ADVISORY COMMITTEE'S RECOMMENDATIONS
The MLP Conference Ady’ " ittee convened on
April 29 for the purposes . ting the 1975-76 con-
ference series and (2) making ...ummendations related to the
1976-77 series. Following a report on an evaluation question-
naire sent to conference participants and non-participants,
the Committee discussed the different ways in which the 1975-
76 series exceeded, met or fell short of their expectations.
Rather than providing a narrative of that discussion, this
report incorporates those comments into the Committee's recom-
mendations for the 1976-77 series where they seem most appro-

priate.
Recommendations of the Committee

Background Discussion: Two separate series of conferences

should be sponsored by MLEP.

The first series would address the specific role and
functions of'participént groups. The secondlwould more closely
resemble the 1975-76 series in that it would attempt to provide
information on current and impending developments in‘the man-
power field.

Recommendatiun 1: The first series should consist of four con-

ferences to be held at the same location during a period not to

exceed eight weeks and should involve (1) locally elected offi-

cials, (2) local planning council members, and (3) CETA directors

20¢
and their staff. =

The first conference should be for elected officials only
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and should tzke place at an attractive location, preferably
near Lansing. In order to further encourage attendance, MLP
should inform officials that the program will pay for all con-
ference related expenses should the officials so wish. The
conference should last between a ¢ v ar 1ay and one-half
and should allow free time in the evering for informal discus-
sions among officials.

The second conference should be identical in format to
the first but should involve local planning council members only.
Once again, the expenses of participants should be subsidized
where necessary.

The third conference, to be held on a weekday, should
involve CETA directors and their staff. The committee felt
that subsidizing the attendance of this group is less impor-
tant than holding the conference on a weekday.

Since each of the first three conferences would be aimed
at assisting participants in arriving at a better understanding
of their own role in CETA vis-a-vis the roles of others, feed-
back from earlier conferences would be provided at the second;
third, and especially, the fourth conference. The latter would
involve all three groups of participants in the earlier con-
ferences and would be aimed at an inter-group sharing of knowl-
edge, techniques, concerns, and problems. This fourth confer-
ence would be a one-day conference lasting from 4 1/2 to 5 1/2

hours.

~_Recommendation 2: The third series of conferences should con-
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sist of one or more conferences_open to all mngQ£§¢g§d£§g

CETA community.

The primary emphasis of this series should be upon pro-
viding a conceptual orientation to manpower prdbiems- Like the
1975-76 series, speake hould be chosen from &mong the state's
leading academician ana i national authoricies. Topicsg dis-
cussed may or may not include those identifieq iy the evalyation
questionnaire. Locations suggested for the coﬁferences were
Ann Arbor and Lansing.

Recommendation 3: . An attempt should be made tg-toordinmate

MLP's efforts in the area of providing what codld be cbnsidered

L TN
technical assistance with the efforts of other RroupS in the

state.

In addition to avoiding unnecessary dupiication of ef-
forts, the Committee felt that better communicstion and coor-
dication with such groups would result in earpjlg their Coop-

eration for and endorsement of MLP conferences,

Recommendation 4: The Conference Advisory Cgm¢i££§g~§ggglg,§g

expanded so as to_include representatives °f_§21\ESEES£§\2£,EhS

CETA community. At present, membership on the Committee is

M
limited to directors.

The Committee.suggested that directors, elected offi-
cials, and planning council members participatf on 8 contipuing

basis in the planning and evaluation of the tw? 1975-76 con-

_ference series. Project staff support will be RBrovided.

e i T it
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I. Scope of the Inquiry

This report is based on examination of MLP materials (including
student evaluations) submitted to the evaluation team by Dan Vogler;
interviews with students; interviews with faculty and instructcrs in
MLP; and interviews with employers of students in the program. The
evaluation teah conducted these interviews separately and met before
and after the intefviews to coordinate the approach and to consolidate
their fiqdings. The evaluation team wishes to acknowledge the unfail-
ing coopera;ion of the MLP staff, students, and employeré ih‘furthéring

the evaluation effort.

II. Goals of the Project

In general, the evaluation team feels that a Master'§ degree pro-
gram organized in the manner of MLP is an appropriate model for train-
ing staff in the manpower field. The emphasis on leadership in manpow-
er programs is appropriéte because of the crucial need for the development
of expertise and administrative skills in the conduct of employment and
training programs at the state and local levels under the Comprehensive
Employment and Training Act. The leadership model, including the award
of a Master's degree, is particularly valid for upward-mobile,staff in
manpower programs for whom such a deéree may open doors fﬁat would be
otherwise closed to them. Under the MLP established in the first year,
"leadershib" has been defined broadly to include first-line supervision
and those who take a leading role in job develupment and counselling ac-
tivities. This broad definition of "leaderéhip," however, calls for spe-

cial attention to the selection of students for the program and for the

organization of instruction and curriculum content. These issues are

discussed in more detail below.

];BJ};‘ ‘ 210
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The program design offgrs a good base for the development and test-
ing of manpower program concepts as well as leadership skills. It allows
for depth of instruction in a number of important subjectFmatéer areas,
and it provides’ a procedure for trainee accountability as well as rewards
for the trainee.

The MLP approach in involvipg active practitioners in the instruc-
tional program, working in close relationship with academicians, offers
the greatest potential for the development of leadership skills rean
in the manpower field. This combinatiog helps to assure that the program

will be relevant and up-to-date and yet rooted in sound theories and prin-

ciples.

I1I. Accomplishments

-

It is the general conclusion of the evaluation team that the organi-
zation and operation of MLP represents a significant acﬁomplishment.
MLP in its first year has met all of its operational objéc;ives, has
assembled a talented and dedicated staff, and has established a firm
basis for further development of the program. |

The suggestions for reorientation of the program contained in this
report are ;;t intended to detract from MLP's worthy accomplishments in

the first year.

IV, Problems Arising from the Diversity of Students

The program was not completely successful in meeting student and
prime spansor needs, partly because the student body had such diverse
backgrozmis and goals. It was difficult for individual instructors and

Y

for the program as a whole to gear course content and instructional level

cee—t0-the-needs—of-the—entire—student—group.—The—-first-year-students—in~——

cluded directors, high-level technicians, middle-level management, per-
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sons involved in lower-level operating functions, and some service-
delivery personnel. It was inevitable that to attempt to conduct an edu-
cational and training program fox students at these diverse levels would
lead to some student dissatisfaction. |

The directors generally felt that much of the instruction and pro-
gram materials were not useful at their levei v. program administration.
Many below the directors level felt that the program was beneficial, but
there were several who expresseq the view that the progra@'was too theory-
oriented and that it had insufficient applicabiliﬁy to thé real world of
employment and training. And yet, a few of the students appeared to be
more interested in the academic aspects of the program fhan in the prac-
tical application to manpower administration. |

Several of the members of the staff also felt that_ﬁie diversity of
the student body created some special instructional problems. They noted
that they felt constrained at times by the limited knowledge énd interests
of some of the student body. |

The program appears to have had its greatest impact on improving the
skills and job performance of middle-management in manéower programs. It
is for this group that the academic perspective appears to be most meaning-
ful and for whom prime sponsors appear to see their greatest training
needs. As noted in the final section of this report, it is our suggestion
that greater emphasis be given to the inclusion of the'middle-management
group among the student body and a consequent conegntratibn on curricular
materials designeiZ for this group. The potential opening of higher career
opportunities’ for middle-management would also be fully in keeping with

Wﬂwthewﬂleadership"wconceptwof the proeram.—It-would-pemmit-greater-consis=

tency in the level of instrmerion and in curriculum coatent.
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Although we are not prepared to suggest that directors or lower-
level personnel be excluded from the program, we are cognizant of the
special problems created in the first year by inclusion  hese groips
1f they are to be included in the futu: .mme special ste hou”

taken to meet their needs as suggested in the final section below.

V. Views of Students

The student evaluations of instructors were generally favorable and,
in some cases, glowing. However, as noted above, their diversity in back-
ground, experience, and goals led inevitably to criticisms of some instruc-
tors and some courses., Where some found the program too theoretical,
others complained thét it provided little information that was helpful,
and others urged that there be greater concentration on the practical
day-to-day administrative and political problems of manpower program ad-
ministration. |

A number of the students were also critical of the time schedule
and the time burden placed upon them by MLP. The evaluétion team did not
feel that the burden of work was excessive for a Master's program. However,
it is natural that some of the students may have felt that the program
was too time consuming because it was added to fheir full-time job. This
problem can best be met by advance instructivon as to the requirements of
an academic Master's degree. The evaluation teamfeels that there should
be no reduction in the total time or work load required for completion of
the program. Some students also felt that advance instruction @r orienta-
tion was needed for their employers. They were concernefi that their em-
Ployers did not appear ?o give full support to their participaéion in ’

- e MUE._and.did-not-appear-to-understand-the-time requirements—of-theprogram: —

213




199
In spite of the - ““ews, 1t should ~ted that e’ the
students were asked tue 11d you recomwcud this prograM to a
close friend who had a position similar to yours?", the'astar wAS over-
whelmingly. "Yes". Thus, the feservations and qualifications conc@rned

specificsrather than the thrust of the program as a whole,

VI. Views of the Students' Employers

The students' employers expressed opinions about the progra® Which
partly reflected those of the students. Their basic ctiﬁiéism was that
the program material was too theory-oriented and lacked sufficient appli-
cability to the day-to-day problems of program administration. SOmekfelt
that the program was too time consuming and inéerfered with the student's
regular activities in their agency. Many of the employers clearly would
have preferred a leadérship education program that focused more OR prac-
tical problem solving in the areas of manpower planning, evaluation, and
administration. These expectations may have been unrealistic apnd may re-
flect an unawareness of the broader goals of MLP. On the 6ther b?nd, as

noted in the following section, some of these views“may have stemed from

some real deficiencies in instruction and content.

VII. Project Staff

The view of some studemts and their employers that the progFam 1acked
sufficient practical applicability may have been due, in part, tO an
initial lack of understanding of CETA operations by some program Staff.
Some of the initial instruction and course éutlines reflected moT® of
the experience of the 1960's than the CETA era of the 1970's. Students
*-somntimes“cvmﬁlhiﬁéﬁ“fﬁat”tﬁé“lecturersmhnﬁ“tovbe~“broughtmgpj;q’d&tefon”*“*-f*‘““

CETA." Many of these probiems probably resulted from the fact that this
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was the first year of the program and that the program was instituted
quickly. Althcugh some staff members may not have been conversant with
current manpower program operations at the beginning of MLP, field experi-
ence, input from students, and contact with current performance brought
them up to date. Their second year should be much more effecﬁive on this
score. The practical’limitationé of academic personnel were offset, to

a considerable extent, by the use of outside sources. These resource
personnel helped to fill in such areas as the political context of man-
power programé, legislative dynamics and issues, mobilization of community
resources, and the influencing of public opinion by manpower administrators.
While such "practical” input is essential in the MLP model, an intensive
leadership course for practitioners also requires a sound academic base,

albeit a base that is congruent with practical applications.

VIII. The Mix of Courses and Seminars

The evaluation team feels that the program structure in temms of the
mix of courses, maxi and mini seminars, externships, and indiv;dual study
is ideally designed to achieve the objectives of MLP. This mixture calls
for varying types of student input and participationm, all of which conffi-
bute to the achievement of the program's goals. Although there were some
student and employer criticisms of the externships and the time schedule,
there is no reason to believe that the basic structure and mixture of

instructional inputs were at fault.

IX. Courses and Course Content

The courses established in the program appear to the evaluation team-

to provide the correct topics for a Master's program in mampower leader-

ship. HOWever;”fHE“ViéWE“Uf“gtudentsT"student“emP1°?8P5?~&nd~0uF~°W“-~~
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analysis of the curricula reveal some areas for improvement, Each of
the core courses is discussed in terms of this evaluation information:

Theories of Administrative Organization--While a ''process" course is

appropriate for the MLP, the perspectives of the existing course should
be broadened to include the external organizational relationships that
comprise the CETA environment, including the labor market. If possible,
the course should attempt to be less theoretical, ﬁerhaps through the

use of case studies. It may be that a business administration perspective

. could provide a more appropriate course;

Labor Market Infg}ﬁétion¢—Whi1e the course outline appears too de~

tailed and technical for a manpower leadership program, the instructor
apparently was very successful in‘making adjustments during.the course.
The Labor Market Information course has its greatest impabt on students
insofar as it is able to tie in labor market analysis with prdgram objec~

tives and important manpower issues;

Human Resource nggrams--The course outline is appropriate. A few
participants‘éommented that for some topics the relevance to CETA was not
sufficiently explained. Perhaps the coordination of Vocational Eduqation,
Vocational Rehabilitation, and HEW manpower programs should be included
in this course;

Environmental Information--This course is perhaps too narrowly fo-

cused for the MLP. A content course on management functions such as
planning, evaluation, budgeting systems, monitoring, management informa~
tion systems, etc., might make better use of this course slot.

The seminars also appear to have the correct blending of topics.

. >
However, the project staff would do well to consider some broadening of these

topics in the second year, perhaps utilizing the topics included in the

Harvard Institute in Employment and Training Administration,.
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X. Institutional Effects

In addition to the obvious effects on students and staff, several
fnstitutional effects can be obscrved. Administrators and some staff
members in three S-hools and an Institute know much moxre about CETA #nd
about each other's work than before. This cooperation should improve
the quality of instruction in a ﬁide variety of éourses and frograms.
This program is also responsible for re-opening the dormant question of

the desirability of giving degree-granting authority to ILIR.

XI. Suggestions
In addition to the suggestions included in the sections above, the
fu.lowing should be considered by the MLP staff:

A. Administrative Home

P

There appeared to be some general agreement among those questioned
by the evaluation -team‘ that‘ a logical home for MLP would be the Institute
of Labor and Industrial Relations. However, ILIR has n§ degree-granting
authority, and in the meantime, the School of Education'apéears to be
its most logical base. The existence of the MLP prograﬁ might weil serve
as a starting point in achieving a degree-granting authority for ILIR.

B. The Student Body

A more homogenszous student body should be sought fof the progra:ﬁ in
the second year. The program might attempt to concentrate on persons”in
middle-mariagement positions; and the concept of leadership would be con-
uiaistent with the up-grading o4 suchlparticipants in their jobs and in the
management hierarchy. Although we did not go'so far as to iecommend_the

exclusion of directors or bf persons in technical or service delivery

funztions, these groups should be discouraged fron enrolling unless two

conditions are met: they should be made aware weli—in—advance of-their
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enrollment of the principal focus of MLP on middle management; and if such

persons as directors are included in any substantial number, special pro-
vision should be made for them through seminars specifically designed to
meet their needs. Separate training of directors through mini seminars
would not only provide specialized information for them, buﬁ it would also
be more attractive because it would require less of their time. Employers
vho participated in these sessions during the first yea;>ééﬁerally con-
sidered them to be interesting and valuable. At the same time; an eﬁ—
phasis on middle-management jobfperformance would allow instructors and
course content to emphasize actual prime sponsor éroblemé ;nd it ﬁould
permit substantial éolitical and other environmental subject matter re-~
quired in a course in manpower leadership development. In other words,
although we do not wish to restrict the definition of the temm "leadership”,
it coula well focus on.those who wish to improve their present middle-
leadership positi&n or who aspire to reach the top.

C. ‘Scheduling

In order to meet the student complaint that it was difficult to keep
up course work and officé duties‘at tﬁe same time, ﬁLP gf;ff miéhﬁ éon;
gider the following possible scheduling changes: a stretching out of
the program to two years; a spacing out of the intensive'course work
periods to permit students to get away from their jobs and yet allow a
sufficient "sink-in"” period between instructional phases; and the adoption
of a "week-end college" system to reduce week-lonébintensiVe course work.

D. Geographic Dispersion

Related to scheduling problems, consideration should be given to
week-end sessions held in different parts of the state in order to equal-

ize student travel time and encourage enrollment by those distant from

© Ann Avbor. o
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E. Limitation on Enrollment

There is some evidence that enrollment of more than one person from
8 prime sponsor's staff has led fo detrimental competition between staff
members, increased loss of total staff time, and may inhibit frankness
of discussion in courses and seminars. If limi;ations on total enroll-
ment are necessary, consideration should be given to the limiting of

enrollment to only one person from a prime sponsor's staff.

F., Orientation Program for Students' Emplovers

Prime sponsors should receive greater information prior to initiation

of the program concerning its objectives and the amount of time which will

be required of students away from their regular office duties.

G. Student Counselling,

-

Students should be assisted in academic planning 'in the period
following MLP, especially the procedures in obtaining the additional 10

credits needed for their Master's degree.

Samuel Bernstein
_Rupert Evans
Gerald Somers
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enrollment of the principal focus of MLP on middle management; and if such

persons as directors are included in any substantial numbef, special pro-
vision should be made for them through seminars specifically designed to
meet their needs. Separate training of directors through mini seminars
would not only provide specialized information for them, buﬁ it would also
be more attractive because it would require less of their time. Employers
vho participated in these sessions during the first yea;-ééﬁerally con-
sidered them to be interesting and valuable. At the same time; an eﬁ—
phasis on middle-management jobfperformance would allow instructors and
course content to emphasize actual prime sponsor éroblemé ;nd it ﬁould
permit substantial éolitical and other environmental subject matter re-~
quired in a course in manpower leadership development. 1In other words,
although we do not wish to restrict the definition of the term "leadership”,
it coula well focus on.those who wish to improve their present middle-
leadership positi&n or who aspire to reach the top.

C. ‘Scheduling

In order to meet the student complaint that it was difficult to keep
up course work and officé duties‘at tﬁe same time, ﬁLP ;f;ff miéhﬁ éon;
sider the following possible scheduling changes: a stretching out of
the program to two years; a spacing out of the intensive'course work
periods to permit students to get away from their jobs and yet allow a
sufficient "sink-in" period between instructional phases; and the adoption
of a "week-end college" system to reduce week-lonébintensiVe course work.

D. Geographic Dispersion

Related to scheduling problems, consideration should be given to
week-end sessions held in different parts of the state in order to equal-

ize student travel time and encourage enrollment by those distant from

5 Ann Arbor. -
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E. Limitation on Enrollment

There is some evidence that enrollment of more than one person from
8 prime sponsor's staff has led to detrimental competition between staff
members, increased loss of total staff time, and may inhibit frankness
of discussion in courses and seminars. If limi;ations on total enroll-
ment are necessary, consideration should be given to the limiting of

enrollment to only one person from a prime sponsor's staff.

P. Orientation Program for Students' Emplovers

frime sponsors should receive greater information prior to initiation
of the program concerning its objectives and the amount of time which will
be required of students away from their regular office duties.

G. Student Counselling,

-

Students should be assisted in academic planning ‘in the period
following MLP, especially the procedures in obtaining the additional 10

credits needed for their Master's degree.

Samuel Bernstein
_Rupert Evans
Gerald Somers
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